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Introduction 
The last decade has seen a tremendous increase in 
both pay and benefits for all workers in all industries. 
Part of this increase has been brought about by union pres-
sures in collectively bargaining union-management agree-
ments. Another part of this increase has been brought about 
by the acceptance of social responsibility by employers for 
those employees within their respective companies. A third 
factor in the increase of pay and benefits h as been the ac-
tivities of government agencies and legislation. No matter 
from wha t source of pressure the increases in pay and bene-
fits has come, these increases of themselves have added 
tremendously to the costs of doing business. 
This study is an attempt to survey, and in some 
sections to forecast, CUl'rent trends in pay and benefits in 
the leather industry. 
Leather is a basic product - a product older than 
man's written records. It is a product that has been in 
daily use by all people for many centuries. As in all in-
dustries, the leather industry began in this country through 
individual initiative. The owner with two or three men work-
ing for him was probably the beginning , in many cases, of 
companies which h a ve grown, become partnerships, become 
corporations, merged and consolidated to become vital factors 
in our daily life. In the days when companies were small, 
most employees knew their employers very well and the 
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employers knew the people tha·t worked ror them. Sickness, 
accident and other items relating to the welrare or their 
workers was very real to the early businessman in this 
country. 
With the tremendous technological advances or the 
last century, much or this person-to-person relationship has 
been lost. 
It is also true that in the early days or American 
industry there was tremendous opportunity ror individual in-
itiative. The rrontier orfered unlimited opportunity. To-
day, such opportunities seem to be more limited. Many 
workers have come to accept as inevitable the ract that they 
will always be workers. Such thinking has been instrumental 
.in promoting drives by organized workers to rorce higher 
wages and to provide security, not only while they are able 
to work, but also ror that period or lire when they are no 
longer able to work and before they are dead. 
These goals have not always met with rull agree-
ment by the owners and management or business and have re-
sulted, in many cases, in strikes and slow-downs which have 
only widened the now existing gulr between the owner or a 
business and his employees. Much or this industrial strire 
has been brought about through lack or understanding or each 
other's problems. Strikes have resulted in loss or indus-
trial production, a loss which had it not occurred might 
have allowed ror a higher standard or living ror all than now 
exists. 
Is there a solution to this industrial strife? If 
a good part of this strife is caused by misunderstanding, it 
would seem that we could at least mitigate industrial war-
fare by providing adequate explanations to both parties of 
the hopes and desires of both parties. 
Employers must recognize that workers cannot be 
treated en mas·se. Workers are not machines; they are indi-
viduals; each with an individual ability to think and to act. 
Managements can make full use of this reasoning power if they 
will but provide adequate explanations of their policies and 
methods of doing business. 
Workers must recognize that in seeking their secur-
ity by forcing higher costs upon business, they may be pric-
ing themselves into insecurity, since nobody has as yet 
provided companies with security from going out of business. 
Since increased wages and increased i'ringe benefits 
are of particular significance to employers and to employees, 
it would seem that here is a field in which explanation and 
communication can play a large part in bringing the employer 
and the worker closer together. In order to properly ex-
plain these things, management must have a good idea of what 
fringe benefits they pay for and what they cost. 
:Much work has been done by economists and statis-
ticians of both management and labor in many of the other 
basic industries of o~r country, .of which steel and coal are 
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perhaps the outstanding examples. very little has been done 
in regard to the leather industry. 
Since the leather industry is concerned largely 
with Chemical process, many volumes have been written on 
this technical side of the business. Most of the studies 
concerned with pay and benefits in the leather industry have 
been done by government agencies. Some work has been done 
in the field of pay and benefits by the Tanners' Council of 
America, Incorporated, to which a large number of leather 
establishments belong. 
However, the individual leather company has depend-
ed for years upon the knowledge, skill and secreta which it 
has possessed. This theme of secrecy of its operations is 
still of major importance to all but the most progressive 
companies. This is well indicated in the results of a sur-
vey which was attempted among fifty-three of the largest 
United States leather companies. A letter shown as Appendix 
A and a questionnaire shown as Appendix B were distributed 
to industrial relations managers of fifty-three firms. 
Twenty replies were received; ten companies provided the in-
formation requested, with some omissions; while ten indicated 
they did not wish to reveal the requested information. 
With these replies, with information fUrnished by 
the Tanners' Council of America, Incorporated, by leaders 
of the unions in the leather industry and by governmental 
agencies; as well as current publications, this survey 
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approaches the subject by attempting to show for each bene-
fit its significance in all industry and then specifically 
in the leather industry. 
Before we can understand the current trends in pay 
and benefits in the leather industry, it is necessary that 
we should have some background of understanding of the prob-
lems of the industry and the development of the various human 
relations through the years. We must not lose sight of the 
product itself nor of its uses. 
To trace exactly the beginnings of leather and 
leather manufacture, would be an insurmountable task. Much 
of what we accept as historical fact today is speculative 
thought. What do we know of the history of leather? 
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I. Background of the Leather Industry 
A. Ancient Historical Aspects 
1. Early History 
A primitive man found a hide that somebody had left 
on the stump of a tree, noted that it had become 
strong and surmised that something in the trunk had 
toughened the fibers of the hide. That was a be-
_ginning of tanning , so goes one legend. 1 
In history books we read of the Eskimo who skinned 
the walrus, and his wife who, by chewing the hide, softened 
it to the point where it could be used. It is probable that 
early Aborigines performed somewhat this same operation in 
the preparation of their leather. It had no opportunity to 
decay, because it was in constant use. 
Like the discovery of fire and the beginnings of 
agriculture, the advent of the use of hides and skins for 
individual needs is obscured behind the veil of past can-
turies. we can presume that one day a hunter wrapped the 
skin of an animal around a bruised foot and so wore the 
first shoe. we can also presume that hunters in more north-
erly countries, perceiving that the wool or fur of animals 
kept the animals warm, decided to try for themselves whether 
or not the skins could give them protection against the cold. 
Thus began the old and honored occupation of tanning and the 
use of leather, world-wide in scope and as common as salt in 
1. Fred A. Gannon, The Trade of Tanner, Philosophical and 
Historical, p. 1. 
~1 
our every day life. 
Be£ore written records were available, leather mak-
ing went on. The leather tents of nomadic tribes, the water 
bags, the harness for domestic animals, the shields and armor 
for war, were well known from earliest times. Discoveries 
such as these were of tremendous value to the early inhabit-
ant of this earth for they enabled him to move away from the 
river bank, taking his water supply with him; he could leave 
the cave, which had sheltered him from the elements and still 
be protected under a portable cover; he could travel long 
distances without injury to his feet. 
Hides or skins stretched taut over a hollow log 
produced drums which were an integral part of the communica-
tion system and religious life of earliest mankind. 
2. The Leather Shoe 
The sandal was the first known form of footwear. 
Pictures of ancient Egyptian sandal makers of 1445 
B.C. have been found in Thebes showing methods 
something like the modern shoe maker, who sat upon 
a low bench or form and held his work upon his 
knee. 1 
These sandals, with toe and ankle straps, were 
worn by both sexes. In the very early days of Egypt a man 
of rank would be followed by a servant carrying a pair of 
sandals, in case of need. This indicates their rarity and 
value. It was not too long after this period that the toe 
1. Frederick J. Allen,. The .Shoe Industry, p. 1. 
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was added in order to protect the toes of the foot. 
In ancient Rome, shoes marked the rank of the 
. wearer. Although sandals were commonly worn, the calceus 
was required as part of formal dress when the toga was worn. 
The calceus was a shoe with slits in the sides and straps 
knotted in front. The number of straps around the ankle and 
calf, as well as the color of the leather, indicated the 
rank, wealth or political stature of the individual. 
The courtiers of early Chinese civilization wore, 
as part of their court dress, white shoes called "buskins" 
of alum tanned leather, in order not to soil the rugs 
wrought with silver and gold threads. 
Although the Teutonic tribes of the north of 
Europe wore a leather protection on the leg below the knee, 
the Romans attached the leg covering to the sandal, thus 
making the first complete boot. 
Throughout the Middle Ages, shoes were one of the 
most important articles of dress and their length 
varied with the social or political standing of 
the wearer. Thus, a prince wore a shoe thirty 
inches long, a baron one of twenty-four inches, a 
knight one of eighteen inches, and so on. 1 
3. Leather as Armor 
In the earliest legends and later history, the 
Greeks are described as wearing leather helmets and shields 
in battle. OVid ' describes the warrier Ajax: 
Ajax to shield his ample breast, provides seven 
1. Ibid. , p. 3 • 
lusty bulls, and tans their sturdy hides. 1 
The ancient Greek warriers wore greaves or leg 
guards, a cuirass or shirt, an all leather helmet, as well 
as boots. The leather covered shield was used everywhere by 
everyone. The Anglo-Saxons made use of leather jackets and 
pants to which they sewed rings of metal and thus wore the 
first coats of mail. 
The campaign tents of Kublai Khan, noted for their 
durability and beauty, were made of leather and furs. It is 
interesting to note that his Tartar hordes, the fiercest 
fighters of ancient times, derived their main battle subsist-
ence from a thin porridge created by shaking dried milk and 
water together in a small leather bottle, as they rode onward 
in their paths of destruction. 
For many years after metal armor became of signi-
ficance, leather shields were still used because they were 
light and serviceable. 
Ill fared it then with Roderick Dhu, 
That on the field his targe he threw, 
~fuose brazen .studs and tough bull hide 
Had death so often dash'd aside; 2 
4• Leather as Clothing 
In Genesis III:21, we read: 
Unto Adam and also unto his wife did the Lord God 
1. Tanners' council of America, Inc., The Romance of 
Leather, p. 2. 
2. Sir Walter Scott'· Lady of t.he Lake, Canto Fifth, XV 
make clothes of skins ~nd clothe them. 
For many years after that we can safely assume that clothing 
was made primarily of leather. 
When tanning was discovered, we can be sure that 
leather came into wider use, since it was less bulky, light-
er and more desirable for many reasons. 
Any painting of Robin Hood, one of the most pic-
turesque heroes of the early days of the Middle Ages in 
England, shows him .dressed in a leather jerkin with long 
leather hose and boots, wearing a cap of leather, adorned 
with a single feather. 
5· Other Uses 
We can see from all of this historical background 
that leather was of great significance to the individual of 
ancient times. For some it was a necessity; for others a 
luxury. It was used, as we have said, for shoes, armor and 
clothing and yet it had many other practical uses. Saddles 
and flagons were leather. products; it was hung over openings 
in the walls of houses to keep out the cold, rain and snow, 
since glass was rare. 
Yet, ancient civilizations prized leather as they 
prized precious jewels. The Arabs of ancient times, noted 
for their swift horses, were masters of the art of decorative 
saddlery. Leather was often trimmed with gold and silver, 
ivory and gems and was given to kings and gods as tributes. 
Ornamented with gold and silver thread, embroidery and jewels, 
the shoes and girdles of the princely class were among their 
most prized possessions. 
Books of parchment leather were only for the 
wealthy and found only in the libraries of monasteries, 
popes and kings. Skin rolls date back to some 1500 years be-
fore the birth of Christ. Up until the discovery of print-
ing, most written history was recorded by hand on skin 
parchment, making all writing extremely valuable and learn-
ing difficult to achieve. 
6. Development of Early Leather Industry 
It is probable that slave labor of one type or an-
other performed the necessary tasks to make leather in the 
early civilization and not until the Middle Ages do we know 
much of organized leather making as an industry. However, 
we read that the Greeks, who placed their tanneries outside 
the city walls . (where they probably belonged), often spread 
wet skins on the ground so that people passing by could walk 
on them and soften them. They employed two classes of labor: 
tanners and leather cutters. Cutting at that time was con-
sidered a skill of the highest order. 
Homer's "Iliad" first descripes the process of 
making leather known today as Chamois. 
Richard Hakluyt, one of the English adventurers of 
the sixteenth century, reported that in Russia at that time 
leather was fifth in importance among the products of that 
unknown country. 
1.6 
The first organized leather making that we are 
aware of is in the year 1272, when King Henry III granted an 
ordinance which established the Cordwainer and Cobelers Com-
pany of London, as it was first known, and gave it 
the power to supervise the trade generally for the 
relief and advancement of the whole business and 
to the end that all frauds and deceits may here-
after be voided. 1 
This period of the Middle Ages was a period of or-
ganization of industry into various trade guilds or frater-
nities, somet~es called "misteries". These guilds were 
powerful and ruled apprentices and members with an iron hand 
to insure the quality of craftsmanship. The leather workers' 
guild was in the vanguard. 
In France, the fraternity of leather workers was 
established in .l397 by Charles the Sage and was 
controlled by the church. The right to become a 
tanner was bought from the King for sixteen sous 
and every member swore to observe the customs and 
moral precepts of the trade. 2 
These guilds reached a high state of development 
in England and their greatest power was centered in London. 
Each guild enjoyed special rights and privileges and created 
monopolies through their royal charter. 
Among the first five organized in London were the 
Saddlers and Skinners, which became one of the 
most influential. Its guild hall was one of the 
first to be erected. Eleven of the one hundred 
1. Frederick J. Allen, op. cit., p. 4. 
2. Tanners' Council .of America, Inc., op. cit., p. 5· 
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eleven different trades listed in London in 1422 
were leather trades and entire sections of the 
city were designated as cordwainers', or leather 
workers' wards. 1 
While "cordwaLners", a French word originating 
with the use of leather coming from Cordova, Spain, was the 
name used generally for shoe makers, it included all workers 
in the associated trades, such as tanning, bag making or 
belt making. Even today, Cordovan is a special kind of lea-
ther made from horse hides. 
B. Modern Historical Aspects 
1. Indian Methods 
When the first adventurers arrived in this country 
we call ~Jnerica to settle, they found that the Indians were 
maku1g extensive use of leather, not the bark tanned leather 
of Europe, but e. leather that was made taking full advantage 
of the utility of the animal from whence the skin came. 
After scraping, the skin was rubbed with a mixture 
composed of the brain and liver of the animal and later soft-
ened by thorough rubbing. Since most of the work was dirty 
and wet, it was done by Indian women. Another process used 
by the Indians was a smoke tanning process in which the skins 
were closed up in a smoke filled teepee for several days un-
til they were thoroughly cured. This was the origin of 
"buckskin" tanning, a remarkably soft and pliable leather. 2 
1. Ibid, p. 6. 
2. Ibid, p. 8. 
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2. The First American Tanner 
The Tanners' Council of America, Incorporated, 
says that the first -tanner to come to America of whom there 
is any record was Experience Miller, who came to Plymouth in 
the good ship Ann in 1623. 1 Another writer says that the 
first tanner to settle in this country was Francis Ingalls 
or Lincolnshire, England, who came to Lynn in 1629. 2 A 
writer of a local history of the leather industry in Salem 
and Danvers, Massachusetts, says that the first person to 
engage in the business of tanning in a systematic way was 
Philemon Dickerson. This was in 1639, when _he was granted 
land "to make tan pits and dress goat skins and hides". 3 
The first attempts at tanning were timid experi-
menta conducted in the simplest manner. Domestic cattle 
were in relatively small numbers and so the majority of tan-
ning was made up of the preparation of skins and hides of 
deer, wolves and foxes. 
3· Early Tanning Regulations 
The General Court in 1640 passed a law punishing 
those who slaughtered cattle and neglected to save the 
hides and have them tanned. 4 
1. Ibid. , p. 9. 
2. Frederick J. Allen, op. cit., p. 84. 
3. Thomas carroll,History of the Leather Industry in Salem 
and Danvers, Massachusetts, U.S.A., p. 1. 
4. Ibid., p. 2. 
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It is curious to see how strict were the regula-
tions for a tanner in those early days. In 1642, the General 
Court passed a law 
that no leather over-limed or insufficiently tanned 
or not thoroughly dried after tanning should be ex-
posed for sale. 1 
Other regulations were passed concerning the materials which 
a tanner could employ in his trade. Tanners could not be 
shoe makers or butchers. 
Since shoe making is a major factor in creating 
the demand for the tanning industry, we must take note of 
the first two shoe makers in America, Thomas Beard and Isack 
Rickman, who were evidently sent over by the Plymouth Com-
pany in 1628. 2 
4. Personal Pride of the Tanner 
The early settlers of these days wore leather 
clothing to a large extent and used leather extensively in 
their homes and in whatever small mills were established. 
The early woodsman and his use of leather was immortalized 
in James Fenimore Cooper's "Leatherstocking". 
We can see from the importance of the product and 
the regulations of the tanning industry that it was vital to 
our Colonial life. Playing a part in this vital industry 
must have given an individual a great amount of personal 
1. Ibid. , p. 3 • 
2. Tanners' Council of ~erica, Inc., op. cit., p. 9· 
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pride and prestige in knowing that he was contributing some-
thing of value and importance to the people who lived around 
him. 
5· First Scientific Developments 
Up until the latter part of the 18th Century, no 
one had made a scientific study of tanning processes. Each 
tanner had his own rule of thumb and these processes were 
handed down from father to son with minor changes as indi-
vidual trial and error experiments proved successfUl. To-
ward the end of the 18th Century, many changes were being 
made in all industry. This was the period commonly known in 
history as the industrial revolution. 
Prior to this, tanning had been pu1•ely a local in-
dustry; farmers slaughtering their own cattle would present 
the hides to a local tanner and have them made into leather 
on a contract basis. 
As this industry developed, it began to change 
from a local industry to a factory industry, employing many 
men. The development of leather chemistry first became of 
importance at this time. 
Sir Humphrey Davey, the noted English scientist, 
published about 1812 the results of some experiments he had 
been making which demonstrated that tannin was the chemical 
contained in oak bark that tanned leather and suggested that 
tannin might be available in many other kinds of bark. Since 
our American forests were , fUll of hemlock and chestnut, a 
. ' 
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vast number of new tanning materials were available. It was 
found better to extract the tannin from the bark and to soak 
the hides in a tanning liquor composed of the extract and 
other materials. This produced better leather and shortened 
the tanning period considerably. 
About 1880, chemists began to suggest that the re-
sults of tannin could be obtained from various mineral com-
pounds, notably those of chromium, iron, aluminium or soda. 
Augustus Schultz, an American chemist, is credited with 
first using chromium salts as a tanning method. However, 
the leather produced by his process was stiff, hard and blue 
and it could not be utilized. 
The credit for discovering the secret of success-
ful mineral tanning belongs to Robert H. Foerderer of 
Philadelphia who, in 1888, developed a process called fat-
liquoring. This was a method of adding soap and oils to 
produce a soft and pliable leather far more satisfactory 
than bark tanned leathers. 1 
While important discoveries were being made in the 
field of leather chemistry, inventions in the field of lea-
ther making machinery were already making rapid strides in 
speeding up the process and increasing production. In 1809, 
Samuel Parker, an American, patented a splitting machine to 
1. Robert M. Kier, Manufacturing, Industries in America, 
p. 2. 
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split leather to any thickness desired. This was one of the 
first machines patented and meant a great savings to the 
leather industry. Prior to his discovery, whatever excess 
material removed from the hide to get it down to the proper 
thickness was done by shaving the hide with a sharp knife 
and all material removed was waste, good only for gelatine, 
glue or fertilizer. 
Fleshing and dehairing machines were not developed 
until the 1830's and mechanization in a substantial way did 
not begin to appear until about the 186o•s, stimulated by 
the demand for war materials as a result of the War between 
the States. Mechanism was developed so highly during the 
period from 1860 to 1888 that productivity is estimated to 
have doubled during this period. 
The tremendous changes made in the chemical pro-
cesses and in the mechanical processes of the American tan-
ning industry at this time made obsolescent the methods and 
equipment of the other tanners of the world and gave this 
country a running start in competition for the world's busi-
ness. From 1880 until the first World War, there were few 
changes in the mechanical processes. 1 
The principal developments from World War I up to 
the present day are concerned largely with material handling 
1. Cf. Leo Cyril Brown, Union Policies in the Leather In-
dustry, Chapter 2 • . 
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devices. Even in the leather industry today, by the nature 
of the product, the process involves a great deal of manual 
handling. Skins do not run in standard sizes and completely 
automatic equipment has not yet been discovered to handle 
leather. In handling raw material and in the processing, 
hides and skins are manually picked up and put down many 
times. In an attempt to reduce individual handling, the 
leather industry is beginning to make more extensive use of 
fork lift trucks, monorail conveyors and other mechanical 
conveyors in order to handle unit loads. 
Another development has been that of the pasting 
machine. \Vhere leather was previously tacked on boards to 
dry, toggled on screens or hung on a conveyor and passed 
through a drying chamber, these processes are rapidly being 
replaced by pasting the leather on a thin metalsheet and 
passing it through a drier. While this method does not 
shorten the drying time, it is estimated to have increased 
yield by about ten per cent. 1 
A spraying machine which automatically applies 
finish to the leather as it passes along a conveyor under a 
row of spray guns and moves into a drying chamber, is an-
other development of significance. This eliminates, to a 
large extent, the hand swabbing that was formerly a large 
1. Bureau of Labor Statistics, Trends in Man Hours Expended 
per Unit for Selected Types of Leather, p. 31. 
part of the finishing process. 
Other improvements in .machinery that have taken 
place seem to follow o~e principle. This is to extend the 
size of the operating part of the machine so that an opera-
tion which formerly was performed as a result of several mo-
tions can now be performed with a single motion. 
The chemistry of leather is a subject that has yet 
not reached clearly defined principles in all respects. It 
has been said among leather chemists with whom I am ac-
quainted that, while the process of chrome tanning is fairly 
well understood, the process of bark and vegetable tanning 
remains more of a mystery. Part of this is because we have 
not been able to chemically analyze all the components of 
the tanning extracts. 
6. The various Kinds of Leather 
The leather industry today is rather neatly divid-
ed into two groups: the manufacturers of heavy leathers us-
ing heavy hides, and the manufacturers of light leathers who 
use the lighter hides and skins. Heavy leathers are tanned, 
for the moat part, by a vegetable tanning process, while 
light leathers are, to a large extent, tanned with chrome. 
The kinds of raw stock used .for heavy leathers and 
light leathers are not direct substitutes for each other, 
although there is an area of overlapping. Table I indicates 
the kind of~ raw stock necessary for each class of manufac-
ture and indicates the re~ative importance of each class of 
l e e.ther. 
TABLE I 
TriE MOP.E I MPORTANT CLASSES OF DOMESTIC LEATHER AND THE 
KI NDS OF RAW STOCK MOST FREQ.UENTLY USED', WITH AN ESTI-
MATE OF' THE RELAT I VE I MPORTANCE OF EACH CLASS OF LEATHER 
Type of Leather 
1. 
2. 
4: 
5· 
6. 
10. 
Sole Leather 
Belting Leather 
Harness Leather 
Case and Strap 
Leather 
Upholstery 
Leather 
Shoe-upper 
Lee.ther 
Shoe-lining 
Fancy and Nov-
elty Leather 
Glove and 
Garment 
Miscellaneous 
Kind of Raw Stock 
Heavy cattle hides 
Heavy cattle hides 
Heavy cattle hides 
Heavy cattle hides 
Spready cattle hides 
Lighter cattle h i des, 
Kips, Calfskins, Goat-
skins, Sheepsk ins, 
Kangaroo 
Sheep and Goatskin 
Sheepskin, Reptiles, 
etc. 
Sheepskins, cattle 
hides 
Relative Im-
portance as % 
of all leathers 
21.0 
2.5 
2.1 
,2.0 
2.2 
58.0 
a 
2.2 
a. Shoe-lining has been included in the est ima te of shoe-
upper l eather. A small percentage of all goatski~ leather 
and a large percentage of all sheepskin leather are used as 
shoe-lining . 
Source: Estimated from the data in the Census of Manufac-
tures, "Leather: Tanned, Curried and Finished", 1933, 1935 
and 1937, reported in Leo Cyril Brown, Union Policies in the 
Lea ther Industr~, p. 7• 
7• The Raw Stock Situation 
Producers of heavy leather are not direct competi-
tors of light leather producers in the sales market, however, 
they are competitors for raw stock, since there is this area 
of overlapping at the point of the medium hide. 
Domestic production of hides and skins is not sat-
isfactory to t ake care of the - P.Jlle rican tanning industry and 
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it has been necessary to look · to foreign sources to satisfy 
the tanners' demand. The size of this demand for imports of 
hides and skins is indicated in Table II, which shows our 
imports in pieces and dollar value for 1946. 
This problem of raw stock is one of the most per-
plexing problems of the leather industry today. Since hides 
and skins are a by-product of the meat industry, the raw 
stock situation depends, to a great extent, upon the volume 
of meat consumed in the world. Prior to World War II, the 
price of hides and skins fluctuated almost directly with the 
demand for finished leather in the trading markets of the 
world. Since the war, a number of artificial conditions 
have been set up which interfere with the free flow of in-
ternational trade. 
One of the great Calfskin producing countries in 
Europe has placed an embargo upon the export of Calfskin. 
The other nations of the world, receiving dollar loans 
through the Economic Cooperation Administration, have enter-
ed into competition with American tanners for domestic hide 
and skin production. The currency situation of the world 
has made it difficult for United States tanners to enter 
the markets of the world and buy raw stock at competitive 
prices. Certain rules and regulations have been adopted by 
foreign countries to control the export of their raw mater-
ials. All of these factors have been restrictive influences 
upon a free international tr~de. 
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TABLE II · 
UNITED STATES I MPORTS OF HIDES AND SKINS - 1946 
Cattle Hides,Dry or Dry Salted 
Cattle Hides, Wet Salted ••••••• 
Calfskins,Dry & Dry Salted •••• 
Calfskins, Wet Salted •••••••••• 
Kipskins,Dry & Dry Salted ••••• 
Kipskins, Wet Salted ••••••••••• 
Sheep and Lambskins: 
Slats, dry,no wool ••••••••••• 
Pickled,not split,no wool •••• 
Shearlings ..... ............. . 
Other Wooled,dry & green salt 
Pickled Skivers,split,grain 
side . ....................•.• 
Hair Sheep and Cabretta •••••• 
Goat and Kid Skins,Dry & Dry 
salted ...•..............•.•• 
Goat and Kid Skins,Green or 
Pickled ••••••••••••••••••••• 
Horse,Colt and Ass Hides: 
Dry or Dry Salted Whole Hides 
Dry or Dry Salted,Other •••••• 
Wet Salted Whole Hides ••••••• 
Wet Salted Fronts •••••••••••• 
Butts . ......................• 
Kangaroo and Wallaby •••••••••• 
Deer . •................•......• 
Buf falo Hides,Dry or Dry 
Sal ted •....•••..............• 
Buffalo Hides,Wet Salted •••••• 
India Water Buffalo,Dry & Dry 
Salted ....................••• 
India 'vVa ter Buf f alo, Wet Sal ted 
Reptile Skins, Raw ••••••••••••• 
Fish Skins: 
Shark, Raw or Salted •••••••••• 
Other, Raw or Salted •••••••••• 
Carpincho Hides and Skins ••••• 
Hides and Skins, n.s.p.f •••••• 
Sealskins,raw,not furskins,lbs 
Totals •••••••••.••.•••••• 
Pieces 
596,328 *p 
t>85,~4 301, 8 
21,4 0 
121,373 
21,117 
6,304,750 
12,192,557 
6,637,t>58 
5,4o4,5t>1 
671,843 
7,189,010 
28,569,268 
175,560 
48,206 
7L~2 
199,351 
7,820 
68,135 
1,343,llb 
731,982 
110,949 
4,200 
18, SL~o 
2,918 
8,390,153 
Price 
Dollars Per Unit 
3,361,135 
5 'titt:~~~ 
38,366 
3996,323 5 ,419 
4,161,077 
66,9637,594 
, 55,501 
3,7b5,713 
457,438 
7,535,833 
21,245,239 
206,818 
199,183 
811 
1,1~26,222 
59,699 
183,464 
2,191,001 
1,661,859 
367,254 
34,1~91 
111,887 
26 , 8LB 
5,746,980 
13,966 
20,240 
385,924 
3,172,848 
689,604 
5-64 
8 .72 
2.04 
1.79 
3-29 
2.67 
.66 
·57 
1.00 
·70 
.68 
1.05 
·74 
1.18 
4.13 
1.09 
7·15 
7·63 
2.69 
1.:63 
2.27 
3·31 
8.21 
5·94 
9.20 
.68 
.14 
.02 
3·40 
2.05 
.62 
~n7, 702,033 ·93 
Source: Based on official figures published in the Indus-
trial Reference Service, Vol. 5, Part 7, No. 9, June, 1947. 
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Some idea of the reduction in imports that has oc-
curred in the leather industry is indicated in Table III, 
which shows the United States imports of hides and skins 
from 1924 to 1930, 1945 and 1946. 
TABLE III 
UNITED STATES IMPORTS OF HIDES AND SKINS 
19?4 TO 1930, 1945 AND 1946 
1924 $ 75.,05.1,901 
1925 9c
6
,7c3,745 
1926 9 ,810,855 
1927 112,845,681 
1928 150,809,948 
1929 137,281,~86 
1930 92,268, 12 
1199441 48,928, 25 
0 77,702,033 
Source: Selected statistics from 1924 to 1930 Blue Book of 
the Shoe and Leather Industry, 1936-1937 Edition, PP• 723 to 
7~8; statistics for 1945 and 1946 Blue Book of the Shoe and 
Leather Industry, 30th Edition, p. 789. 
According to Mr. Irving R. Glass, Executive Vice 
President of the Tanners' Council of America, Incorporated, 
this raw stock situation may be alleviated in the near 
future. In predicting the outlook for 1950, he states: 
Domestic resources should yield slightly more hides 
and skins during the coming year. There have been 
signs that the obstacles to the flow of raw material 
imports may be partially eliminated. 1 
c. Present Day Aspects 
1. Size of the Leather Industry 
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Tanning always has been, since it was industrialized, 
1. Irving R. Glass, "Outlook for 1950", Leather and Shoes, 
Vol. 118, No. 29, December, 1949, P• 49· 
a highly respected and honored occupation. Since it in-
volves the purchase of hides and a great deal of equipment, 
it is necessarily a high capital industry. In former days, 
when it took six months to a year to convert a hide into 
leather, the turn-over of money was so slow that only a man 
with adequate financial resources could enter this trade. 
As long as the hide or akin was the primary product, it was 
a fairly stable industry and coats fluctuated according to 
the demands ·of the tanner in a free economic market. 
The development of railroads reversed this situs.-
tion. Railroads permitted cities near the grain district to 
specialize in slaughtering so that the animals could be kill-
ed at the point where they were of maximum weight and, yet, 
fresh meat could .be sent to the great Eastern cities. 
Chicago, by virtue of its location, became the greatest of 
these slaughter house centers. 
The process of industrialization, the advent of 
railroads, and the passing of leather from a primary product 
to a by-product has had a tremendous affect upon the indus-
try. In 1849, there were 6,686 tanneries employing 25,000 
people, while the most recent study of the industry, showing 
only establishments with eight or more workers, reports 330 
leather manufacturing organi~ations employing 44,181 
workers. 1 There are also a. large number of establishments 
1. Past figures from Tanners' Council of America, Ino., 
op • . cit., p. 13; current figures from Bureau of Labor 
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with less than eight workers. · We assume that many of these 
are small contractors. 
The total number of establishments in the tanning 
industry steadily decreased to a low of 374 establishments 
in 1933, the low point of the depression period. Since that 
time, they have increased slightly, while the number of wage 
earners has decreased roughly twenty per cent, as is shown 
in Table IV. 
While the number of employees was declining only 
twenty per cent, the number of establishments engaged in the 
tanning industry was decreasing about two hundred and twenty-
three per cent, which leads us to the conclusion that lea-
ther firms have become larger and larger over a period of 
years. It follows, therefore, that with this increasing 
largeness, the owners of the tanning establishments have 
lost, in some cases, the close personal contact with the 
worker that is implicit in a small organization. 
2. Geographical Location 
Location has always been a factor of significance 
in the leather tanning industry. Some of the considerations 
that must be given to the location of a leather tannery, 
over and above the normal considerations given the establish-
ment of any manufacturing plant, are the kind of water 
Statistics, Wage Structure of Leatherb Tanning and Finishing 
Establishments, Ser. II, No. 57., p •• 
31 
available for tanning, the nearness to supplies, both raw 
stock and tanning materials, nearness to the consuming in-
dustry and nearness to the style centers. 
TABLE IV 
SUMMARY OF THE LEATHER INDUSTRY 1899 - 1946 
Census Year 
1946 
1945 
19W+ 
1943 
1942 
1941 
1940 
1939 
1937 
1935 
1933 
1931 
1929 
1927 
1925 
1923 
1921 
1919 
1914 
1909 
1904 
1899 
Number of 
Establishments 
4477 
4
77 
77 
ttii 
tt4~· 
446 
402 
384 RI~ 
t~t 
531 
t6~ 
680 
741 
919 
1,049 
1,306 
Wage Earners 
(Avg. for Year) 
42;800 
,9,400 
40,200 
46,180 
52,455 
53,100 
45,022 
47,252 
50,687 
59,877 
1.tJ+,l91 
42,047 
49,932 
52,924 
52,263 
59,703 
48,955 
72,47b 
15,936 
o2,202 
57,239 
52,109 
Note: Figures since 1921 are not strictly comparable with 
those for 1919 and prior years. Before 1921, the census of 
manufactures covered all establishments with a value of pro-
duct amounting to $500 and over. Beginning with that year, 
however, the minimum requirement was extended to a product 
value of $5,000 and over. 
Source: The Blue Book, 30th Edition, p. 783. 
While water does not seem to be a primary factor 
today, some of the early locations of tanneries stem from 
this consideration. It is said that the city of Glovers-
ville, New York, probably the greatest center of glove 
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making activity in this country today, was set in its present 
location because of the character of the water available. 
The tanners of Salem and its vicinity in all prob-
ability located there to be close to the great colonial port 
of Salem and, in later years, to the port of Boston. An-
other reason for locating in this area might have been its 
nearness to the shoe trade of Boston and Brockton, 
Massachusetts. 
When railroads became important and Chicago became 
one of the important centers of slaughtering, one can easily 
see why tanneries grew up around this center of available 
raw material. 
Table V indicates that style has played an import-
ant part in the success and failure of concerns in the lea-
ther industry. 
While the figures for 1949 are not strictly com-
parable with those of the two prior years, we are able to 
show by the percentage changes that the geographical loca-
tion has changed slightly in favor of New England. 
Since color has become a vital part of our Ameri-
can life, the reason f'or this change may be presumed to be 
the result of operating close to the style center of New 
York and being able to take advantage of f'ashion changes 
with a minimum of delay, being at the same time close to a 
large shoe production area. 
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TABLE V 
GEOGRAPHIC DISTRIBUTION OF ESTABLISHMENTS IN THE 
LEATHER I NDUSTRY - 12222 1247 AND 1242 
Number of Establishments 
%of 
1247 
% of 
1942 
% of 
Re5ion ~ 1222 Total Total Total 
New England 87 26. 95 28.8 213 32-3 
Middle Atlantic 117 35· 126 38.1 251 38.2 
Border States 25 7·5 24 7·2 35 5·3 Southeast 13 3·9 10 ~·0 23 4•5 Great Lakes 72 21.1 60 1 .4 92 1 .o 
Middle West, 
Pacific, Mountain, 
6.2 Southwest 22 12 4·2 !1:2 !0_ 
Totals 335 100.0 330 100.0 659 100.0 
* The regions include the following: New England - Conn-
ecticut, Maine, Massachusetts, New Hampshire, Rhode Island, 
Vermont; Middle Atlantic - New Jersey, New York, Pennsyl-
ve,nia; Border States - Delaware, District of Columbia, 
Kentucky, Maryland, Virginia, West Virginia; Southeast -
Alabe.nte., Florida, Georgia, Mississippi, North Carolina, 
South Carolina, Tennessee; Great Lakes - Illinois, Indiana, 
Michigan, Minnesota, Ohio, Wisconsin; Middle West - Iowa, 
Kansas, Missouri, Nebraska, North Dakota, South Dakota; 
Southwest - Arkansas, Louisiana, Oklahoma, Texas; Mountain -
Arizona, Colorado, Idaho, Montana, New Mexico, Utah, Wyoming; 
Paciffc - California, Nevada, Oregon and Washington. 
Source: Figures for 1939 and 1947, Bureau of Labor Statis-
tics, Trends in Man-Hours Ex ended Per Unit Selected T pes 
of Lee.t er o , p. ; gures for der ve 
from T e B ue Boo , h Edition, pp. 385-455· The figures 
for 1949 are not directly comparable with those in 1939 and 
1947, since the figures for the two prior years include only 
establishments with 8 or more workers. The number of estab-
lishments for 1949 was derived from e. list showing all tan-
neries of all sizes by States. 
3· Packer-Tanner-Shoe Manufacturer Relationship 
Tanning grew up in this country as individual en-
terprise. The success or failure of the individual tanner 
depended, to e. large extent, upon his being able to buy raw 
material at a more favqrable price than his competitors and/ 
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or producing, by formulas known only to himBelf, a better 
tanned or better colored piece of leather than his competi-
tion. With the rise of the meat packing industry on one 
hand and the rise of the shoe industry on the other, some 
tanners realized that it would be extremely favorable if 
they were able to form a combination which could resist high 
raw material prices and bargain with shoe manufacturers as 
to the price of finished leather. 
In the early 1890's, the first tanning families 
attempted to gather all sole leather production into one 
unit and successfully combined fifty-eight per cent of all 
the heavy leather capacity into the United States Leather 
Corporation. American Hide and Leather Company attempted to 
form the same kind of a corporation for upper leather 
tanners. 
The meat packers did not go along with the plans 
of the leather combinations. Swift & Company began to make 
contracts with other than members of these combinations and 
shortly thereafter acquired A. c. Lawrence Leather Company, 
an upper leather establishment, and purchased a sole lea-
ther tannery. In 1907, Armour and Company began to tan 
hides. 
Not only were the indep~ndent tanners placed in 
the position of competing with packer-tanners, but it was 
not too long afterwards that Endicott-Johnson Shoe Company 
and the International Shoe Company went into the tanning of 
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hides for part of their shoe production. 1 
The Bureau of Labor Statistics has attempted to 
gather together same information on trends in man hours ex-
pended per unit in the production of sole and upper side 
leathers and have been unsuccessfUl in constructing an index 
for tanneries controlled by the meat packing industry. How-
ever, Table VI indicates the trend for companies independ-
ently owned and operated and companies owned and operated by 
shoe manufacturers. 
TABLE VI 
INDEX OF TOTAL FACTORY MAN-HOURS EXPENDED PER UNIT IN THE 
PRODUCTION OF SOLE AND UPPER SIDE LEATHERS 
By Type of Ownership 
1939 - 100 
!22.2 ~ ~ 1942 !2!t2 !2hli !2!tl ~ 
Companies in-
dependently 
owned and 
operated 100 
Companies 
90 88 91 97 
owned and op-
erated by shoe 
manufacturers 100 92 92 88 92 94 97 100 
Source: Bureau of Labor Statistics, Ex-
pended per Unit Selected T es of Leather , p. 
~----~----~--~--------~~------------~--~------~._ 
• 
This would seem to indicate that at least from 
1943 to 1946 independent companies were slightly more effi-
1. For this material, the writer has depended, to a large 
extent, upon Brown, 9P· .cit .• , Chapter 2. 
cient in expenditure of man· hours per unit in the production 
of sole and upper side leathers. 
The effect of this packer-tanner-shoe manufacturer 
relationship upon the leather industry is rather difficult 
to appraise. If packers tend to hold hide prices at a high 
level, they may, in reality, be forcing increased substitu-
tion of plastics and other materials in the making of shoes 
to the detriment of the leather industry and, ultimately, to 
their own detriment as an outlet for this by-product of the 
meat packing industry. It can also be seen from what we 
have said that the attempt at combination, undertaken by the 
leather industry, has worked to its own detriment. 
In considering the present day aspects of leather, 
we cannot overlook the tremendous inroads that substitutes 
are making upon the use of leather. Where leather jackets 
were frequently used in sports of all kinds and accepted as 
a high standard for outdoor wear, they have been replaced, 
to a large extent, by those of fabric. It is estimated that 
more than forty per cent of the shoes manufactured presently 
carry other than a leather sole. Upholstery materials of 
plastic have, to a large extent, taken the place of uphol-
stery leather. The spirit of invention in leather sub-
stitutes was st~ulated greatly during World War II because 
of short supplies of raw stock in this country and a minimum 
of foreign imports. 
The fault. for this increased substitution cannot 
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be laid entirely upon the tanning industry, but must be 
shared by all those through whom this material passes until 
it finds its way into the hands of the ultimate consumer. 
Approximately eighty-five per cent of all the leather pro-
duced in this country goes into the making of shoes and, yet, 
the cost of leather is but roughly twenty-four per cent of 
the consumer dollar expenditure for leather shoes. The De-
partment of Agriculture has prepared a graphic picture of 
the distribution of the consumer dollar for leather shoes, 
which is shown in Table VII. 
TABLE VII 
DISTRIBUTION OF CONSUMER'S DOLLAR FOR LEATHER SHOES 
10.2¢' 
Retailers 
Wholesalers 
Shoe Manufacturers 
Other Costs ) 
) 
) ) Tanners 
Costs of hides) 
and skins ) 
Source: United States Department of Agriculture, Bulletin fi1!d, 1948. 
A factor contributing to the cost of leather is 
the labor cost. In order to properly appreciate the devel-
opment of wages in the leather industry, we must consider 
the signiricance of unions and their relation to the lea-
ther trade. 
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II. Background of Personnel Studies 
A. The Rise of Unionism 
If we are to consider the rise of unionism, we 
must go back to the early days and trace the progress of 
the master-worker relationship up to the present day. The 
earliest employer-employee relationship that we know of must 
have been the master-slave relationship, developed as a re-
sult of military conquest. As these slaves developed indi-
vidual skills, some were given independent status by liberal 
minded owners; others were able to purchase their independ-
ence; others were forced to run away from their masters to 
find their independence. From these, the status of the free 
worker developed. 
As specialization became more and more important 
in our advancing civilization, these independent workers 
found their economic positions strengthened. As indicated 
previously, among the leather workers of the 12th and 13th 
Centuries, independent organizations were formed in England 
and France and from these early organizations developed the 
guild system. 
Advancement under the guild system depended, to a 
large extent, upon years of service in the trade and it was 
not too long before the more highly skilled were known as 
master workmen. These master crafts1nen, feeling the pres-
sure of increasing production, attempted to limit the attain-
ment of that status by raising the requirements for entrance 
into the honored positions by increasing initiation fees and 
lengthening apprenti·ceship periods. We find as we go along 
through history that these units of workers, each under a 
master craftsman, became discontented with their lot. Since 
they were unable to improve their status individually, they 
banded together in other guilds, which included only em-
ployees, for the protection of their interests in dealing 
with their employers, the master workman. 
Following along in. the wake of the guild system 
comes the period of trader capitalism, when traders supplied 
the capital necessary to purchase raw materials and to hold 
finished products until they could be sold. It was only a 
short period of tL~e until these traders realized that they 
could achieve economies of production by centrally locating 
machines and supplies and bringing the worker to them. This 
was the beginning of the factory system and the time common-
ly called the "Industrial Revolution". For many years, the 
banding together of workers under this system was frowned 
upon by the law as a conspiracy. 
It was about this same period that expansion into 
America became important. As the American market expanded, 
buying and selling became the specialized function of the 
merchant capitalist, whose attempts to buy at the lowest 
possible prices forced wage cutting by employers upon the 
workers, who banded together to resist this pressure. It is 
interesting to note that· one of the first continuous 
organizations of wage earners for the purpose of maintaining 
or advancing wages was that of the shoemakers in Philadelphia, 
organized in 1792. 1 These first unions were formed to pro-
tect the standard of living and jobs of the skilled craftsmen 
from the competition of lower grade and lower paid workers. 
However, these early unions were subject to the 
conspiracy doctrine of English common law which was carried 
over to this country. The decision of JUdge Shaw of the 
Massachusetts Supreme Court in the famous case of Common-
wealth versus Hunt in ltl42 stated that strikes for the 
closed shop were legal if conducted in a peacefUl manner. 2 
OUt of the labor shortages and tremendous demand 
occasioned by the Civil War came the first attempts at na-
tional unions. From this period on until the early 1930's, 
membership in unions increased rather gradually, occasionally 
suffering a severe set back in good times and advancing dur-
ing periods of depression. 
Although the government had evidenced an interest 
in labor problems through the policies developed by the war 
Labor Board in Worl~ War I, the economic recession of 1921 
and 1922 brought about a wave of strikes. Employers making 
large scale attacks against unions were so effective, that 
1. Richard A. Lester, Economics of Labor, p. 76. 
2. J. R. Commons and Associates, History of Labor in the 
United states, Vol. J;, P•. 41~. 
total union membership rell rrom about 5,000,000 to slightly 
over 3,500,000 rrom 1920 to 1923. 1 
The stock market crash in 1929 reduced unionism 
still fUrther. Although unionism as a policy had been help-
ed by the Railway Labor Act or 1926 and the Norris-LaGuardia 
Anti-Injunction Act or 1932, i .t was not until arter the pass-
ing or the National Industrial Recovery Act in 1933 that 
unionism began to grow rapidly. · Although this Act was in-
validated in 1935, it was quickly rollowed by the National 
Labor Relations Act, which incorporated the reasoning or the 
National Industrial Recovery Act by giving employees: 
The right to selr-organization, to rorm, join or 
assist labor organizations to bargain collectively 
through representatives or their own choosing and 
to engage in concerted activities ror the purpose 
or collective bargaining or other mutual aid or 
protection. 2 
When this was validated in April, 1937, organized 
labor began to make tremendous advances. By the end or 
1941, organized workers comprised approximately one-third or 
all the wage earners and salaried employees in this coun-
try. 3 The war greatly accelerated union growth and in 
1946, out or 31,200,000 wage and salary workers eligible to 
1. Bureau or Labor Statistics, Brief History or the Ameri-
can Labor Union, p. B. 
2. National Labor Relations Act or 1935, Section 7• 
3• Bureau or Labor Statistics, Brier History or the P~eri­
can Labor Union, p. 10. 
be covered by collective agreements, the Bureau of Labor 
Statistics estimated 14,8oo,ooo, or forty-eight per cent, 
were so covered. 
One of the reasons g iven by economists for the 
growth of American unionism is the development of the fac-
tory system and of large scale production. Another econo-
mist pursues the theory that, with the closing of our 
frontiers and our aging economy, individual opportunity has 
been limited and this has been reflected in greater class 
consciousness. Still others emphasize the effects of gov-
ernment a l and political conditions. l 
Chart I . indicates the growth of American labor 
union membership from 1900 to 1948. 
In 1948, roughly one out of every six persons 
twenty-one years of age or over belonged to a labor union. 
In relation to the nation's total labor force, about one out 
of every four workers was a member of a labor organization 
in that year. 2 
B. Unions in the Leather Industry 
Let us now take a look at the union picture inso-
far as it has application to the leather industry. Union-
ism in this field has existed for many years. Since the 
1. For further reading on this subject, see Millis and 
Montgomery, The Economics of Labor, Vol. 3; J. R. Commons 
and Associates, History of Labor in the United States, Vol. 
1; and Florence Peterson, American Labor Unions. 
2. u. s. Department of ;Labpr, The Labor Information Bulle-
tin, November, 1948, p. 2. 
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end or the 19th Century, leather workers have been organiz-
ed in various unions affiliated with the American Federation 
of Labor. The Amalgamated Leather Workers' Union of America 
was chartered in 1901 by the American Federation of Labor. 
After making rapid gains in its early years, strike losses 
in Milwaukee, Chicago and California seriously reduced the 
poY~er of this union and caused it to surrender its charter 
in 1912. 1 
CHART I 
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source: United States Department of Labor, "Growth of Amer-
ican Labor Union Membership", The Labor Infonnation Bulletin, 
November, 1948, p. 1. 
The oldest continuing union in the leather industry 
1. Bureau of Labor Statistics, Union Agreements in the 
Leather Tanning Industry, Bulletin #777, p. 3. 
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was the Leather Workers' International Union or America 
United, organized in Peabody, Massachueetts, September 2, 
1915, and it was not afriliated with any national union. It 
established two locals in Massachusetts and one in New York 
and in 1936 had a reported membership of 1,180,000 members. 1 
Its influence in the leather industry did not last very long 
except in Luwell, Massachusetts. The major agreement that 
it had prior to 1941 was the American Hide and Leather Com-
pany's plant in that city. 
The United Leather Workers' International Union 
was organized in Indianapolis, Indiana, in April, 1917. 
Workers in the saddlery and harness business had two organi-
zations: The United Brotherhood of Harness and Saddle Work-
ers and the National Association of Saddle and Harness 
Makers, which merged in 1936 and became the United Brother-
hood or Leather Workers on Horse Goods and arfiliated with 
the American Federation of Labor. In Louisville, Kentucky, 
in 1895, the Trunk and Bag Makers organized the Trunk and 
Bag workers' Union, which became a member of the American 
Federation of Labor in 1898. After extensively increasing 
its jurisdiction during the successive years, it changed its 
name in 1903 and became the Travelers' Goods and Leather 
Novelty Workers' International Union. In 1917, all of these 
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1. Cf. Estelle M. Stewart, Handbook of American Trade Unions, 
p. 167. 
organizations, plus the remnants of the ft~algamated Leather 
Workers of America, joined together to form the United Lea-
ther Workers' International Union. 1 
The union of most significance, the National Lea-
ther Workers' Association, was organized in Peabody, Massa-
chusetts, in March, 1933, as the result of a strike which 
ended with an agreement recognizing the newly-established 
union. 
The largest union presently in the leather indus-
try is the International FUr and Leather Workers' Union of 
the United States and Canada, formed in 1939 as the result 
of a merger between the International Workers' Union of the 
United states and Canada, organized in New York City June 
16, 1913, and the National Leather Workers' Association. 
These two unions became the fur division and the leather 
division of the combined union. It is interesting to note 
that the object of the National Leather Workers' Union has 
been carried over verbatim as the object of the leather divi-
sion of the International Fur and Leather Workers' Union. 
In order that we may have an idea of what union 
members were seeking at this time, this section of the 
constitution is quoted: 
To establish and maintain as far as possible, a 
uniform rate of wages upon as high a standard 
1. Ibid., pp. 164~167. 
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as possible, consistent with the true interest of 
trade as affecting all persons employed in the 
plants where skins, hides, or leather are manufac-
tured, handled, or processed and in the factories 
of the byproducts thereof, * * * to protect its 
members from illegal or unjust treatment; to pro-
tect, educate, and elevate, by the use of all 
honorable means, all persons employed in the plants 
where skins, hides, or leather are manufactured, 
handled or processed and in the factories of the 
byproducts thereof; * * * to secure for the workers 
the fUll enjoyment of the wealth they create; suf-
ficient leisure in which to develop their intellec-
tual, moral and social faculties; all of the bene-
fits, recreations, and pleasures of association; in 
a word, to enable them to share in the gains and 
honors of advancing civilization; to use all our 
effort to secure, by all fair and honorable means, 
humane labor legislation for all persons employed 
in the plants where skins, hides or leather are 
manufactured, handled, or processed and in the fac-
tories of the byproducts thereof. 1 
There were other unions concerned with the leather 
industry, but it is felt that they were not too significant, 
as indicated in Table VIII, which shows the more important 
unions. 
Shortly after these estimates were made, the in-
dependent leather workers of Fulton County, New York, and 
the United Leather Workers' International Union of America 
joined the International Fur and Leather Workers' Union of 
the United states and canada, Congress of Industrial 
Organizations. 
Some idea of the rate of growth in union organiza-
tions in the leather industry may be obtained from Table IX. 
1. Ibid., p. 164. 
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TABLE VIII 
DISTRIBUTION OF UNION MEMBERSHIP - 1940 
International Fur and Leather Workers' Union ••••••• 
United Leather Workers ••••••••••••••••••••••••••••• 
Independent Leather Workers of Fulton County ••••••• 
funalgamated Clothing Company ••••••••••••••••••••••• 
United Leather Workers' International Uni on of 
.Alneric a • ••••••.••••••.••••.•••.••••••.•••••• 
Amalgamated Meat Cutter and Butcher Workmen •••••••• 
13,000 
2,600 
1,500 
500 
6oo 
300 
Source: Leo Cyril Brown, Union Policies in the Leather 
dustry, p. 136. 
In-
Agreements negotiated by the leather division of 
the International Fur and Leather Workers' Union in 1943 
covered about eighty per cent of the organized workers and 
those by the International Leather Workers' Union, American 
Federation of Labor, covered about ten per cent. The other 
ten per cent were distributed quite broadly. 
TABLE IX 
GRO~~H OF UNION ORGANIZATION IN THE LEATHER INDUSTRY 
1920 ••••••••.••••••• 2~% 
19~0 •••••••••••••••• 1 % 
1~0 •••••••••••••••• 3% . 
1943 •••••••••••••.•• 60% . 
1947••••••••••••••••About 83%. 
Source: Figures for 1920 and 1930 from Richard Lester, Econ-
omics of Labor, p. 561; 1940 figures from Leo Cyril Brown, 
Union Policies in the Lea ther Industry, p. 136; 1943 figures 
from Bureau of Labor Statistics, Union Agreements in the 
Leather Tanning Industry, p . 2., 1947 figure from Bureau of 
Labor Statistics, Wage structure of Leather Tanning and Fin-
ishing Establishments, p. 2. 
The Amalgamated Clothing Workers of ~1erica, 
c.I.O., has a few a greements cove r ing about five per cent of 
the organized workers, mainly in the Ni ichigan, Wisconsin 
area. Th e Amalgamated Meat Cutters and Butcher Workmen of 
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North America, A.F.L., has org anized practically all tannery 
workers in the San Francisco area. The United Automobile 
Workers , A. F.L., has jurisdiction over some union members, 
p r incipally in Michigan. The United Shoe Workers of .A.mer-
ica , C.I.O., have a small membership in the tanning indus-
try, while the Gas, Coke and Chemical Workers', C.I. o ., a nd 
District #50 of the United Mine Workers are impor t ant chiefly 
in the southern states. 1 As estimated previously, however, 
the International FUr and Leather Workers' Union, C.I.O., is 
the outstanding union of the industry, claiming most of the 
industry in 1948 with a membership o f more than 50,000 mem-
bers in the leather division. 2 The most current e stimate 
of membership in the Interna tional Fur and Leather Worker s' 
Uni o n is about 60,000 people, covering about eighty-five per 
c e nt of the country's tannery workers. The A. F .L. unions 
cover only about 2,000 worke r s, while the remainde r is in 
companies with no union or independent unions. 3 
At the present time, however, since this union has 
not complied with the Labor-Management Relations Act of 1947, 
amend ing the Wa gner Act of 1935, it has not been able to 
1. Bureau of Labor Statistics, Union Agreements in the Le a-
ther Tanning Industry, pp. 2 and 3. 
2. Int ernational Fur and Leather Workers' Union, C.I.O., 
District #1, 15 Years' Fight for Workers' Welfare 1933-1948, 
p. 7. 
3· Letter from the Educational Director, District #1, In-
ternational Fur and Le ather Workers' Union of the United 
St ates and Canada, C.I.O., dated- March 17, 1950. 
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make use of the facilities 6f the National Labor Relations 
Board. It has refused to file the non-communist affidavit, 
as required by Section 9H of the Labor-Management Relations 
Act of 1947• 
President Ben Gold of the Fur and Leather Workers' 
Union, a self-avowed member of the cormnunist party, though 
nominated by the Union, was declared ineligible to serve on 
the C.I.O. Executive Board on the basis of the amendment to 
the C.I.O. constitution declaring a communist ineligible to 
serve on the Board. 1 
With the advancing trend of public opinion against 
communism in all places, it is felt that the International 
Fur and Leather Workers' Union, C.I.O., has fallen into 
great disfavor with tannery workers outside of its own mem-
bership. At present, as a result of the ejection of the 
United Electrical Workers' Union from the C.I.O. for anti-
communist reasons, it can be expected that some considera-
tion will also be given to ejecting the International Fur and 
Leather Workers' Union, C.I.O., from the parent organization. 
This is sure to cause a certain amount of dissatisfaction 
within its own ranks. 
This dissention against the left-wingers, as re-
presented by the International Fur and Leather Workers' 
Union, C.I.O., has resulted in the formation of a right wing 
1. u. s. Department of .Labpr, Labor Information Bulletin, 
December, 1949, P• 4. 
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group, The United Tannery Workers' Union, recently chartered · 
by the National Headquarters of the c.r.o. This new union 
has become the bargaining agent choice for employees of five 
Fulton County, New York, tanneries, three of which were re-
cently involved in an eight month dispute with the Independ-
ent Leather Workers' Union, formerly Local 1202 International 
Fur and Leather Workers' Union. About fifty employees of an-
other company involved in the same dispute organized an in-
dependent union with a seven man negotiating co.mmittee, 
stating that "We are sick and tired of one man control". 1 
c. The Development of Personnel Management 
As unions were developing, specialized management 
groups to deal with this industrial situation were also be-
coming of more significance. 
The beginnings of personnel management may be 
traced back to Frederick w. Taylor, the father of scientific 
management, and to Frank Gilbreth, the father of motion 
study, in their early attempts to apply the principles of 
scientific management. 
In 1930, Taylor was called upon to express and 
defend what had come to be known as "Taylorism" for the Soc-
ial Committee for the House of Representatives. The defini-
tion of scientific management is worth repeating here in the 
1. "New C.I.O. Union Wins 5 Fulton County Tanneries", Lea-
ther and Shoes, 119:10, March 11, 1950, p. 8. 
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light of what has developed since those early days: 
Now, in its essence, scientific management involves 
a complete mental revolution on the part of the 
working man engaged in any particular establishment 
or industry--a complete mental revolution on the 
part of these men as to their duties toward their 
work, toward their fellow men, and toward their em-
ployers. And it involves an equally complete mental 
revolution on the part of those on the management's 
side--the foreman, the superintendent, the owner of 
the business, the board of directors--a complete 
mental revolution on their part as to their duties 
toward their fellow workers in management, toward 
their workmen, and toward all of their daily prob-
lems. And without this complete mental revolution 
on both sides, scientific management does not 
exist. 1 
In the same year, the Federal Department of 
Labor was given a place in the cabinet, and a Commission on 
Industrial Relations published its conclusions that the prob-
lem of industrial relations was of major importance to the 
country and that its solution would be approached only by an 
extension of the principles of democracy to industrial 
life. 2 
The first World War and the personnel problems 
resulting therefrom intensified the search for solutions. 
The period of prosperity following the war had both good and 
bad effects upon the young science of personnel administra-
tion. It made possible extensive research, but it also en-
couraged uncritical acceptance. Paternalistic top management 
1. "25 Years of The 
American Mana ement 
2. Ibid., p. 4. 
53 
saw .in this new development a device for expressing their 
good will toward employees. Some of the employees' welfare 
programs established provided company stores, restaurants, 
lunch rooms and recreation halls. These paternalistic pro-
grams were accepted by the employees and contributed to in-
dustrial peace at that time. However, when the depression 
arrived, necessitating numerous lay-offs, discharges and re-
ductions in pay, the employees rebelled, expressing their 
attitude: 
Give us the money you are spending on these programs 
in our pay and we'll look out for our own welfare. 
During these hectic days, many of the backslap-
ping social welfare types of personnel programs were discon-
tinued, since they met with employee dissatisfaction and were 
recognized by management as an unnecessary luxury. Not all 
programs were of this type, thank goodness, and certain far 
sighted organizations recognized the value of a definite 
program. As organizations became larger and larger, the need 
for a central employment office became apparent. Foremen had 
been spending too much time hiring help and the same poor 
worker may have been hired and fired by successive foremen 
within the same plant. 
This period also saw the rise of in-plant medi-
cal service, safety training on the part of employees, the 
development of workmen's compensation laws for work place in-
juries and the development of first aid programs. As jobs 
became more complex with 'the · development of better machines 
54 
and methods, the problem or training new employees and train-
ing roremen to supervise these employees became very real to 
sober thinking business managers. Growing unionism and its 
governmental support also demanded that management organize 
its relations with employees. 
Changing labor concepts from the time when labor 
was considered only as a commodity, or to be evaluated sole-
ly in terms or output, up to the present time, where workers 
are recognized as individuals with human rights and more re-
cently as customers or the business, has accentuated the 
need for an organized program along the three main lines or 
labor relations, personnel management and public relations. 
Labor relations is characterized by employee grievances and 
collective bargaining; personnel management by employment, 
training and humanitarian treatment or individuals; and pub-
lic relations is identiried as the handling or company con-
tacts with the community and with its employees when they are 
not chierly identified as employees. 
Among recent developments in personnel adminis-
tration has been the recognition of the ract that it is not 
just enough to establish a Personnel Department. All man-
agement is, to a large extent, concerned with industrial re-
lations problems every day. Very little can be accomplished 
by management without the help of the employees who actually 
produce the goods. While it is not expected that modern 
management have a compl_ete knowledge of all facets of the 
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industrial relations problem, it is felt that they must be 
aware of the policies and general approach of the company by 
which they are employed towards the development of good in-
dustrial relations. 
Numerous studies have been undertaken by research 
organizations and many private establishments to determine 
what it is that the worker wants. Perhaps, at this point, 
one might quote a statement commonly used in the personnel 
field and attributed to Samuel Gompers, the first president 
of the American Federation of Labor, when he is supposed to 
have said, "What the .American worker wants is more". 
However true that may be, one survey repeated sev-
eral times with large groups of workers by the National As-
sociation of Manufacturers establishes the order of worker 
wants as: 
1. Recognition for good work and as a human 
being. 
2. Security of job and income against the or-
dinary vissitudes of life. 
3· Advancement to work of higher skill upon 
demonstration of ability. 
The present aspects of collective bargaining on welfare mat-
ters can easily be s~en to be a development of this second 
want. 
D. The Historical Development of Benefit Plans 
As we follow th~ historical development of unions 
and their policies, we note that this theme of security has 
been of outstanding importance. The banding together of 
workers as a security measure to resist the actions of man-
agement is fundamental. The fact, also, that same of the 
earlier unions provided benefits for their members in times 
of stress is also important. 
Unions started the development of benefit plans in 
the United States when a printers local in New York City 
paid the first unemployment benefits in this country. In 
1860, several international unions began to set up national 
benefit programs. 
British unions almost invariably started out as 
fraternal or benevolent societies. In 1945, unions in 
Britain were paying out nearly fifty-six per cent of their 
total receipts in benefits to their members for unemployment, 
sickness and other contingencies of that manner, while in the 
United States unions were paying out only about eight per 
cent of their receipts in benefits to members. 1 
While employees in this country were establishing 
employee mutual benefit associations, management entered the 
field. The Brewster Carriage Company of Bridgeport set up 
the first profit sharing plan in 1869 and a whole series of 
1. "Income and Expenditures of Registered Trade Unions'', 
Labor and Industry in Britain, Vol. 4, January, 1946, p. 16; 
u. s. Bureau of Internal Revenue, Supplement to Statistics 
of Income for 1~, Part II, November, 1945, p. 36. 
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management programs has followed from that early beginning. 
In the early part of the 20th Century, the federal govern-
ment became interested in employee benefits and state after 
state enacted workmen's compensation acts. When the New 
Deal came into power, unemplo~nent acts, social security acts 
and the more recent state sick and accident plans began to 
develop. During the last century, unions, employers, em-
ployees, state governments and the federal government have 
instituted welfare plans, some individually and others by 
mutual development. 
Collective bargaining about pension plans has been 
of current importance, but as early as 1911 the United 
States Brewers' Association and the International Union of 
Brewery, Food, Cereal and Soft Drink Workers agreed to es-
tablish a joint contributory pension plan. 1 
The theory behind the development of all of these 
plans stems fram the thinking that, just as a productive 
machine requires constant attention to keep it functioning 
well, so too is it in the best interest of the business to 
see to it that its employees have at least as good care as 
its machinery. 
Welfare plans have been established for a variety 
of reasons. Some managements have been motivated by the 
1. For further reading on the historic development of plans, 
see "Collective Bargaining on Pensions and Other Employee 
Benefit Plans", Employee Benefit Plans and Collective Bar-
gaining, Personnel Series #123, PP• 3-12. 
desire to increase labor efficiency so that the economy is 
obtaining the best results for money expended; others have 
used welfare plans as an attempt to prevent union organiza-
tion; still others have felt that welfare plans would be of 
significance in improving the public relations of the com-
pany so that it might enjoy the good will of the community, 
its customers and various public officials. There are some 
who have developed these plans on purely humanitarian 
grounds. 
Those programs that have been developed on a pure-
ly humanitarian basis with a background of paternalism are 
not always the most successful, since the worker is apt to 
be resentfUl of handouts. The thinking of progressive man-
agement on welfare plans today seems to have developed along 
the lines of assisting employees to be more efficient in 
their work and to provide such features as contribute to 
this end. Industrial relations today is not a goody-goody 
type of relationship with the employee, but is based upon a 
sincere understanding of the .place that the worker plays in 
the scheme of production. While management directs and con-
trols him, the man on the job produces the goods and far 
more productive efficiency can be realized if he is content-
ed in his work and satisfied that he is receiving a square 
deal from the company by which he is employed. 
The following quotation from the annual statement 
of the Brown Shoe comp~ny, _ Inc., which has tanneries in 
59 
Gowanda, New York, is· indicative of this feeling when it says: 
Consistent with company policy, we have been alert 
to improving the welfare of the men and women in our 
factories on whose shoulders rests the responsibil-
ity for an increasing flow of production and the 
quality of our product. 1 
The union approach to this problem of benefits 
seems to be along the lines of providing the worker with in-
come to maintain his standard of living, no matter what con-
ditions he may find himself in. Such thinking stimulated 
the legislation of unemployment benefits, security for the 
workers' old a ge when he is no longer able to work, workmen's 
compensation acts for work injuries, and is presently making 
itself felt in the drive for state accident and disability 
plans. To the employer, all of these so-called fringe bene-
fits are becoming of increasing importance. They were not 
of much significance prior to World War II, but with the 
freezing of wages by governmental order, certain employers 
sought to attract workers through offering additional bene-
fits. Although the larger unions in the steel and automobile 
industries first seized upon this development to extend 
union organization and authority, it has not had a tremendous 
impact upon all industries until in recent years. 
As late as February, 1947, government publications 
were only predicting that all the signs indicated that 
1. "Annual Report Brown Shoe Company", Leather and Shoe Fin-
ancial Statements, Vol. 42, , p. 75, 1949. 
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social insurance would become an· increasingly strong note at 
the bargaining table and that health and welfare by contract 
would become an ever increasing problem to management. 1 
The theme of the present government administration 
has been the development or the welfare state, which infers 
that the government is better able to conduct these programs 
than private industry. Management, however, viewing the pros-
pect of increased taxation with alarm, is strongly contending 
that it can more efficiently provide these benefits. It 
feels, also, that imposition or governmental programs upon 
industry universally is far less satisfactory than permitting 
an employer and his employees to work out their own solutions 
through collective bargaining in accordance with the cost 
structure or eaeh particular industry . 
1 . Bureau of Labor Statistics, Monthly Labor Review, 64:2, 
p. 191, February, 1947• 
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III. Wages in the Leather Industry 
While extensive bargaining has been going on in the 
field of bene f it plans, increasing wages have been and are 
s t ill a vital part of every contract negotiation. 
According to the 1939 Census of Manufactures, the 
leather industry, inclusive of contractors, employed 41,795 
wage earners and produced an output valued at $329,728,052. 
On the basis of these characteristics, the Bureau of the 
Census in 1939 ranked the leather industry fortieth, with 
respect to employment, and thirty-fifth, with respect to 
value of output. Comparable information of a more recent 
date is not available. Current estimates that the Bureau of 
Labor Statistics has released, through their industry reports, 
show the tanning industry to have in the vicinity of 44,500 
employees. On this basis, we may judge that these relative 
positions of the leather industry have not changed signifi-
cantly. 
Since the leather industry is quite dependent upon 
the shoe industry for n1aking use of its production, it is 
indicative of the trend in wages and in employment if we 
know what the per capita consumption of shoes may be. It is 
interesting to note that the civilian per capita consumption 
of shoes has been steadily rising. The average was 2.81 
pairs of shoes in the United States from 1921 to 1929. It 
rose between 1930 and 1938, very gradually, to an average of 
2.86 pairs. During the nine years from 1939 to 1947, per 
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capita consumption of shoes rose to 3.29 pairs in this coun-
try. (This figure includes slippers, sandals and fabrics). 1 
This may have been brought about as a result of increased 
style-consciousness. It is generally recognized that women 
buy more shoes than men and their demand has brought forth 
leathers of every color and texture. 
In approaching the subject of wages in the leather 
industry, we should first of all look ~t the methods of wage 
payments. In the early days of the leather industry, prob-
ably all workers were paid straight time rates. In 1939, we 
find that, including the salaried employees, 51.8% of the 
wage earners in the industry were paid on a time rate basis. 
We also find that some employees were paid straight piece 
rates, about 38.5% of the total labor force. At this time, 
roughly one-tenth of the total wage earners in the industry 
were on production bonus systems of wage payments, usually 
in the larger establishments. 2 
Table X shows the incentive methods of wage pay-
ments as of January, 1947, and indicates more widespread ac-
ceptance of these plans. 
Average hourly earnings and average weekly earn-
ings have more than doubled from 1939 to 1949, almost exactly 
1. The Blue Book, 30th Edition, p. 762. 
2. Bureau of Labor Statistics, Earnings and Hours in the 
Leather, Leather Belting and Packing Industries, 1939, Bulle-
tin #679, p. 15. 
TABLE X · 
METHOD OF WAGE PAYMENTS IN LEATHER .ESTABLISRMENTS, 
UNITED STATES AND SELECTED REGIONS, JANUARY, 194J 
Number of establishments studied in: 
a. 
United New Middle Border South- Great 
Itelll ~ _ __ States EngJ..a!ld __ l:..t:I..anti9_~j:;!J.te~_ East L!J.kes_ PacLfic 
Total establishments studied 193 35 68 19 7 52 9 
Total establishments with 
incentive systems for 
plant workers ••••••••••••• 
Predominantly piece rate~ ; 
Individual •••••• ~ •••••• ~~~ 
Group . •..••..••.....•...•• 
Predominantly bonus~ ••• ~ •• 
Individual ••••••••••• ~~ ••• 
(}J?C>1l!) ••••••••••••••••••••• 
Establishments with ' no in- · 
centive systems ••••••••••• 
Percentage of all pla.nt em-
ployees studied paid on 
~ncentive basis •••••••.••• 
100 
88 
73 
15 
12 
12 
93 
42 
20 
19 
19 
1 
1 
15 
49 
36 
35 
2~ 
1 
1 
32 
36 
9 
8 
6 
2 
1 
1 
10 
33 
2 
2 
2 
5 
33 
29 
22 
19 
3 
7 
7 
23 
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a. Includes data for other regions -in addition to those shown separately. 
4 
4 
2 
2 
5 
24 
source: Bureau of Labor statistics, Wage Structure - Leather Tanning , Curryinf and 
Finishing, 194J, p. 22. (This chart is based on a study of l93 leather establ sh-
ments in the u.s., out of a total of 330 leather establishments with 8 or more workers.) 
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in line with the increases in ear nings taking place for all 
manufacturing industry. A comparison of the two, as shown 
in Table XI, indicates that very clearly. 
TABLE XI 
COMP ARISON OF AVERAGE HOURLY EARNI NGS AND 
AVE RAGE WEEKLY E ARNINGS FOR THE LEATHER I NDUSTRY 
AND ALL MANUFACTURI NG INDUSTRIES 
Average Weekly Earnings Averag e Hourly Earnings 
All Mfs;. Leather All Mfs;. Leather 
1949 $23.86 $24.43 $ .633 ~1 .6,4 19 0 25.20 2~.27 .661 
.6 A 
1941 29-58 2 -31 -~29 -~0 
. 1942 Rb.b~ 33·49 • 53 • 13 
19itl 3-1 u· 1 .961 . 879 19 46.0 .46 1.019 ·939 
i§ttg r· 3E W+-~-5 1.024 .982 3·7 44·59 1.08 1.088 194~ 49·9K 50·93 1.237 1.245 
12!± 22·1 22·26 1·220 1.3L1:2 
Source: Figures for all manufacturing from Dunn's Review, 
November, 1949, pp. 10 and 11; figures for the leather in-
dustry from Blue Book, 30th Edition, p. 776. 
Currently, however, tanners have not been working 
as long hours as all manufacturing and this is reflected in 
a difference in average weekly earnings, although average 
hourly earnings have remained in fairly close correlation, 
as indicated in Table XII. 
These figures are averages. In May, 1949, it was 
reported that the tanneries in the vicinity of Chicag o, 
mostly side leather establisPJnents, were paying an average 
wage of $1.55 per hour. 1 
1. National Foremen's Institute, Inc., Employee Relations 
Bulletin, Report No. 1 86, ·May 25, 1949, p. 12. 
TABLE XII · 
COMPARISON OF AVERAGE HOURLY EARNINGS, AVERAGE HOURS 
WORKED AND AVERAGE EARNINGS FOR 1949 
Jan. 
Feb. 
March 
April 
May 
June 
July 
August 
Sept. 
Oct. 
Nov. 
Avg.V~ly.Earnings 
All Mfg. Leather 
$54-61 
54-38 
53·34 
52.28 
53·16 
54·39 
53·53 
54-34 54-~6 §tt: 5_4 
Avg.Hrly.Earns. 
All Mfg. Leather 
.137. 5¢' 
137·7 
137-4 
137·5 
137·9 
139~1 
139-4 
139·7 140.4 
140-7 
140.2 
Avg.Hrs.worked 
All Mfg. Leather 
Source: Information for this table from Bureau of Labor 
Statistics, Monthly Industry Reports, issued monthly. 
While the figures from the Bureau of Labor Statis-
tics show an average increase of about one hundred thirteen 
per cent from 1939 to 1948 for the country as a whole, we 
find that this same figure holds fairly true in Massachusetts. 
It is estimated that of the better than 40,000 workers in the 
leather industry, Massachusetts has approximately twenty-five 
per cent of that nUL1ber. In ita fifteenth anniversa~ report 
to the members of District #1, which covers New England, the 
International Fur and Leather Workers' Union, c.r.o., com-
pare contract conditions in eastern Massachusetts locals in 
1939 and 1948. They show the average wage of all workers in-
creased from 70¢ in 1939 to $1.50 in 1948; an increase of one 
hundred fourteen per cent. For women, the minimum wage has 
increased during that same period one hundred thirty-eight 
per cent, from 40¢' to $1.05. In this period, the minimum 
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wage for men rose one hundred thirt'een per cent; in the Dry 
Departments from 54¢' to 4~1.15; and in the Wet Departments 
from 62!¢' to $1.32!. 1 
The approximate timing of t h e various raises that 
go to make up this increase may be shown by the following 
historical account of labor cost increases from January 1, 
1941 to the present, as compiled by the Massachusetts Lea-
ther Manufacturers' Association, which deals with approxi-
mately sixty per cent of the workers in the Massachusetts 
leather industry or fifteen per cent of the leather workers 
in the United Statesa 
HISTORY OF LABOR COST INCREASES FROM JANUARY 1, 1941 TO 
THE PRESENT 
1. The following increases became effective January 
1, 1941: 
(a) 
(b) 
(c) 
All female employees employed on an hourly 
basis receiving less than $ .41 per hour 
'($16.40 per 40 hours) were increased to 
$ .45 per hour ~18.00 per 40 hours). 
All male and female employees employed on 
an hourly basis, except those female em-
ployees referred to above, who were receiv-
ing up to and including $ .67 per hour($26.80 
per -40 hours) were granted an increase of 
10%. 
All male and female employees employed on an 
hourly basis who were receiving more than 
$ .67 per hour were granted an increase of 
7!%e I 
1. International FUr and Leather Workers' Union, C.I.O., 
District #1, op. cit., ~· 7• . 
(d) All piece workers, male and female, were 
granted an . increase of 5%· 
All of the above increases, which became effec-
tive January 1, 1941, were the result of nego-
tiations for the 194i-1942 labor agreement. 
2. As of August 22, 1941, all employees were grant-
ed a general increase of 10%. This increase was 
the result of recommendations made by James T. 
Moriarty, Commissioner of Labor and Industries 
in the Commonwealth of Massachusetts. 
3· As of November 15, 1941, all employees employed 
on an hourly basis were granted an increase of 
5%· 
4. As of May 1, 1942, all employees were granted a 
general increase of 5%· This was the so-called 
"Cost of Living" increase. 
5· Effective March 17, 1944, all cellar workers em-
ployed on an hourly basis were granted a general 
average increase of $.05 per hour. 
6. {a) Effective January 1, 1945, there was an in-
crease of $.05 per hour for all hourly rate 
workers receiving up to and including $1.10 
per hour. 
{b) Effective July 1, 1945, the basic minimum 
rate for female hourly rate workers became $.65 per hour. 
7• Effective December 31, 1945, there was a general 
increase of $.15 per hour to all employees. 
8. Effective January 1, 1947, there was a general 
increase of $.10 per hour to all employees. 
9· Effective July 1, 1947, there was a general in-
crease of $.05 per hour to all employees. 
10. Effective January 1, 1948, there was a general 
increase of $.10 per hour to all employees. 
11. Effective April 25, 1949, there was a general 
increase of $.045 per hour to all employees. 
The above increases refer, of course, to in-
creases granted. to . leather workers represented 
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by the c.I.o. 
If we look for a moment a t the straight time hourly 
earnings for leather workers in the United States and select-
ed regions for January, 1947, we will find that New England 
was and probably still is the highest paying area in the 
United States. In the Southeast area, one hundred per cent 
of the workers were receiving less than $1.40 an hour, while 
. . 
in Massachusetts, only 70.6% were earning less than this 
rate. One may find examples in the Middle Atlantic and 
Border States where concerns are paying more people over~ an 
average hourly earning of $2.50 than in New England, but as 
we compare the percentages paying various rates, as shown in 
Table XIII, we will see that New England has the highest 
labor cost as reflected in straight time average hourly 
earnings. 
In trying to determine what the future will bring 
in wage rates, we must give consideration to the recently 
passed amendments to the Fair Labor Standards Act, as con-
tained in the Act of October 26, 1949, which set a new Inini-
mum wage of 75¢ an hour for all areas of the United States, 
except Puerto Rico and the Virgin Islands. This is bound to 
have an effect, not only upon concerns that are paying less 
than 75¢ an hour for some jobs, but also upon those that are 
paying more than the presently required minimum. Through 
job evaluation, employers have established wage differen-
tials ainong various jobs and it is my opinion that not only 
union leaders, but the workers themselves, will put up a 
strong fight to maintain these differentials. 
TABLE XIII 
PERCENTAGE DISTRIBUTION OF ALL PLANT WORKERS IN LEATHER 
ESTABLISHMENTS BY STRAIGHT-TIME AVERAGE HOURLY EARI~INGS, 
UNITED STATES AND SELECTED REGIONS, JANUARY, 1947 a. 
b. 
United New Middle Border South- Great 
Item States England Atlantic States east Lakes Pacific 
Over-all 
avg.hrly 
earns. b. $1.15 $1.26 
Total 
Workers: 
Number •• 42, 884 10,063 
Per cent 100.0 100.0 
P...vg .Hr1y. 
Earns. a. 
(in cents Per 
per hour) Cent 
Under 
Per 
Cent 
$1.14 
14,311 
100.0 
Per 
cent 
$1.08 $0.83 $1.12 $1.26 
4,270 
100.0 
Per 
Cent 
1,548 
100.0 
Per 
Cent 
11,856 662 
100.0 100.0 
Per Per 
Cent Cent 
50.0-74.9 3.0 1.7 1.5 u.~ 22.8 1.7 
75·0-104.9 48~4 25·7 57·2 66~ 74-3 48.~ 105~0-139·9 31·9 43~2 2?~6 15. 2.9 41. 
140.0-199·9 14.9 28.1 L4·7 9.0 7· 
200.0 & 
over 1.8 1.3 3.0 4.5 .4 
a. Excludes premium pay for overtime and night work. 
b. Included data for other regions in addition to those 
shown separately. 
source: Developed from info~ation in Bureau of Labor Sta-
tistics, Wa'e Structure - Le ather Tanning , Currying and Fin-
ishing, 194_, p. 8. 
When negotiation time rolls around, among the first 
consideration that both the employer and the union bargaining 
representatives ask themselves is "How much?". How much of a 
wage boost shall we ask for, or how much of a wage boost can 
we expect to be asked for? . 
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One of the strongest arguments by unions for a 
wage increase during past negotiations has been the rise in 
the cost of living. They have found, through the expe 'rience 
of' four rounds of' wage increases, that increases in payroll 
earning s have resulted in increased prices at the grocery 
store. \~ether or not this will have the affect of' minimiz-
ing demands for increased wages or not is difficult to say. 
The United Electrical Workers', C.I.O., expressed their 
views in the "United Electrical News" of' September 18, 1948, 
when they said: 
During the past year, big business has con-
tinued to amass tremendous profits by constantly 
raising prices. Thus, while profits have con-
tinued to climb, the standards of' living of' the 
working people and the con~on people generally 
h a ve steadily declined. While we were successful 
in winning a wage increase in 1948, the amount of' 
the increase wasn't enough to compensate us for 
the increased cost of living. 
The prosperity of' our nation requires that 
labor enjoy not a smaller, but an ever-increasing 
share of' the nation's wealth. Labor must con-
tinue to fight for wage increases which will not 
only enable them to over-take it and achieve 
higher standards of' living. (sic) 
It is also true that, according to a survey by 
"Factoryu magazine conducted in thirty-four states, seventy-
one per cent of' the workers questioned would like to have 
their wages go uP and down as the cost of living g oes up 
and down. 1 
1. "What the Factory Worker Reallf Thinks", Factory Man-
agement and Maintenance, .Oc.to.ber, 948, p. 100. 
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This idea does not seem to be favorably received 
in the leather industry, however, since the 1949 agreement 
between t h e International Shoe Company and the United Shoe 
Workers', c.I.o., called for the dropping from t he contract 
of the "cost of living" escalator clause based on the Bureau 
of Labor sta tistics price index. This change wa s probably 
brought about by the fact that employees of this company 
lost 3¢ an hour under the escalator clause. 1 
Much of the argument about the Department of 
Labor's cost of living figures has been the charge that the 
government's formula is out of date a nd does not reflect the 
real price situation. Tha t this is recognized, at least in 
part, by t he Department of Labor and by congress, i s indi-
cated by a recent $4,000,000 appropriation for a new survey 
of cost of living figures. In this study, the Department of 
Labor expects to contact over 20,000 average housewives and 
does not expect to be able to complete the survey until 
1953· It is expected that this study will result in greater 
accuracy of cost of living statistics. 
Insofar as the ability to pay doctrine is concern-
ed, President Truman's Fact Finding Board, appointed in the 
steel industry dispute, has re-emphasized a test of wage 
1. This contract covers 14,000 shoe and leather workers. 
The International Shoe Company does a large part of its own 
tanning~ See 1 ·Annual Report of Th e International Shoe 
Company, St. Lou s, M • , 
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increases used by some arbitration boards. This philosophy 
is tha t in determining the best wage rates necessary to en-
able all of the various employees currently to live in de-
cency and in health, according to American standards, and in 
keeping with their responsibility, duties, skills and pro-
ductivity, ability to pay is not the sole controlling factor. 
On the other hand, in determining any additional compensation 
or betterments of working conditions, such as shortened work 
periods, split time, penalties, night work differentials, 
minimum guaranteed hours, vacation and separation pay pro-
visions, sicl( benefits and life insurance and other like 
fringe benefits, ability to pay must be considered. 1 
No a rgument is used with more conviction than that 
wages should vary with changes in productivity and, in the 
long run, there is little objection to this contention. 
However, it cannot be demonstrated in the leather industry 
that the rise in wages of one hundred thirteen per cent from 
1939 to 1948 was made as a result of increased productivity 
since, according to a study of the trends in man hours ex-
pended per unit for selected types of leather from 1939 to 
1946, it is indicated that the average nwnbe r of man hours 
expended per unit of output during 1946 in the manufacturing 
of selected types of leather was approximately equal to the 
1. Section on Employee Relations, Labor Guide, 1947, par. 
6o6. 
time expended in 1939. 1 While thi's is an average of the 
leather industry and specific examples may, no doubt, be 
found to the contrary, the index or unit man hour require-
menta for the entire industry registered only a one per cent 
decline between 1939 and 1946. From 1939 to 1940, producti-
vity declined, since a dropping orr of production resulted 
in under utilization or plant facilities and caused a less 
efficient use of labor time. In the following years, how-
ever, the leather industry underwent a large expansion in 
production, which stimulated improvements in technology, 
adoption of mechanical equipment and some production 
modifications. 
In order to simplify and hasten production schedules, 
the War Production Board issued a series of directives re-
quiring manufacturers to reduce the tremendous number of 
colors, grades, styles, grains and types of leather. While 
there was considerable discussion as to whether or not these 
directives materially chansed unit labor requirements, it is 
the general consensus of opinion that these production 
changes lowered unit man hours. 
During the war, also, the high rate of labor turn-
over tended to lower productivity below wha t it might have 
been had not the problem of training new workers and main-
1. Bureau of Labor Statistics, Trends . in Man Hours Expended 
pe r Unit for Selected Types of Leather, p. 1. 
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taining a working . force slowed up production. 
In an industry where the cost of raw stock is es-
timated to be about seventy per cent of the cost of the fin-
ished product, it would seem that direct labor costs, which 
range around thirteen per cent of the cost of the finished 
product, would be relatiyely unimportant. 1 However, hides 
and skins are bought in a world market with the finished 
product being sold in a very competitive market where a 
difference of a fraction of a cent a foot may mean the dif-
ference between selling and not selling. Thus, for two 
manufacturers who buy raw stock at the same market price, 
labor costs become very important • . 
Insofar as productivity is concerned, we may say 
that it is of prime importance in the long run. The diffi-
culty lies in measuring the increased productivity directly 
attributable to the efforts of the worker. Other factors, 
such as change in the volume of output, a change in the 
composition of the total products, improvements in the con-
dition of raw stock, technological improvements in plant and 
equipment, make increased productivity on the part of the 
worker more difficult to measure. 
Wage increases are slowing down to practically a 
1. Figures from the Federal Trade Commission's Industrial 
Corporation Reports Summary, 1940 series. While these re-
ports showed direct material costs of 66%, this has been 
increased in view of' the current raw stock market situa-
tion. 
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standstill in the leather industry, as a result of the in-
creased competition now prevalent. Statistical justifica-
tion of this fact seems to be borne out in Table XIV, showing 
the average wage increases gained by the International FUr 
and Leather Workers' Union, c.I.O., from December 1, 1948 to 
July 31, 1949. 
TABLE XIV 
AVE~GE WAGE INCREASES - INTERNATIONAL FUR AND LEATHER WORKERS' 
UNION, C.I.O. - DECEMBER 1, 1948 TO JULY 31, 1949 
Month Cents per Hour 
December 9~6¢ 
January 9~7 
9·3¢(av.l2/l-3/31) February ~-2 March 
6:tt April 
May 5·2 
5.1¢(av. 4/1-7/31) June 5·0 
JUly 3·0 
Overall Average 
Source: ·EmPloyee Relations Bulletin, Report No. 198, August 
24, 1949, P• 8. 
However, as the leather industry enters the yea r 
1950 with production figures up slightly and employment re-
maining fairly steady, there is some talk about a fifth 
round of wage increases. While many of the major cont r acts 
do not come up for negotiation until late in the spring and 
early summer, a few of the smaller companies have granted 
fifth round increases ranging from 2!¢ to 5 ·~ an hour. If a 
fifth round of wage increases results, it will probably con-
tain itself within these limits. However, it is very prob-
able that the unions of the ·leather industry vrill prefer to 
to follow the lead of the steel and automobile industries and 
seek t heir gains in other• than actual cash increases. If 
these non-wage increases are not granted, unions may attempt 
to force higher wage increases than those suggested above. 
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IV. Fringe Benefits and Their Relation to Labor Costs 
While goverrnnent bureaus and other organizations 
have spent a great deal of time in getting together statis-
tics on average hourly earnings and presenting these facts 
for our consideration, we must not forget that the hourly 
wage rate is no longer a true indication of labor cost. In 
fact, it may be assumed with reasonable certainty that very 
few manufacturers are able to state precisely how much each 
worker's presence in the plant costs them on an hourly 
basis, due to the recent tremendous growth of so-called 
"f'ringe benef'its", or the extra costs of doing business. 
Paid -holidays, costing on the average a little 
over a half a cent per hour worked, are one of' the most out-
standing examples of these fringe benefits. Unions are fre-
quently able to get managements to consent to this modest 
demand in lieu of a higher wage increase. These demands have 
been increased to the point where most leather companies are 
granting between five and eight paid holidays. This example 
can be illustrated with other benef'its, such as vacations, 
pensions, rest periods and a host of' other benefits. These 
are all comparatively recent developments in the field of 
labor relations. 
Two studies made by the United States Department 
of Labor., one of' earnings and hours in 1949, and the other 
of union agreements in the leather tanning industry in 1943, 
make scarcely any ment.ion of these items as cost f'actors, 
while a study of the wage structure in the leather industry 
in 1947 by the same Bureau is very careful to point out sup-
plementary wage practices which have added to total labor 
cost. These itema seem to be growing in importance, indicat-
ing that the spread between wage costs and labor costs will 
necessarily widen as time goes on. 
The Economic Research Department of the United 
states Chamber of Commerce recently conducted a survey of 
203 representative companies, large and medium size, located 
throughout the country, providing data for more than 2,100,000 
workers. 1 They determined that the average non-wage pay-
menta of the companies in the national survey represented an 
addition to the direct labor costs equal to 15.4% of the wage 
bill or, roughly, 20¢ an hour worked. A survey of the Asso-
ciated Industries of Cleveland about this same time indicated 
the cents per hour cost runs to 18.4¢ on the average, with 
the larger firras paying the higher costs in fringe benefits. 
Another survey of fringe benefits in Massachusetts industry, 
conducted by the Associated Industries of Massachusetts in 
the spring of 1949, showed that the largest number of com-
panies in the survey were paying between 12¢ and 15¢ per 
hour. 
In correspondence with a large leather firm in the 
1. Economic Research Department, Chamber of Commerce of the 
United States of America, The Hidden Payroll; Non-Wage Labor 
Costs of Doing Business. 
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Middle West, it was learned that t hey were paying approxi-
ma tely lOt¢ per hour in fringe benefits, while a large East-
ern manufacturer was paying better than 20¢ an hour. 
This seems to bear out a statement made by Mr. 
Sumner H. Slichter, Professor of Economics a t Harvard Uni-
versity, made in 1947, that: 
In general, these supplementary payments are great-
est where wages are already highest, hence, their 
effect is to increase the variation in wages from 
plant to plant. 1 
The important point of all these surveys is that 
these fringe benefits have become a fixed cost of doing bus-
iness. The study by the United States Champer of Commerce 
indicates that for manufacturers of textiles, rubber and 
leather products, total non-wage payments amount to about 
$288 a year per employee, with $74.88 being necesse.ry for 
legally required payments; $37·44 for paid rest periods; 
~109.44 for time not worked and $20.16 for bonuses and pro-
fit sharing payments. 
This study points out that approximately 10.7% of 
the total payroll, or L4.4¢ an hour, is expended by the lea-
ther industry for fringe benefit payments, but I fe el that 
this figure would be considerably higher were all factors 
taken into consideration. 
Under recent decisions of the National Labor 
1. SUmner H~ Slichter, Basic Criteria Used in Wage Negotia-
tions, p. 56. 
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Relations Board, employers are compelled to bargain collec-
tively about benefit programs, under peril of the charge of 
an unfair labor practice. Some of the factors bringing about 
the increased demands for fringe benefits have been: 
1. The fact that earnings were high and the 
cost of such programs were deductible from 
corporate income before taxes. 
2. During the war period of wage stabiliza-
tion, the granting of fringe benefits was 
helpfUl in attracting better workers. 
3· The inadequate government security pro-
grams for old age benefits and welfare 
programs. 
4. The rise in the cost of living has made 
both government and previously agreed upon 
private plans inadequate to meet current 
satisfaction. 
5· The rise of large unions with their mass 
bargaining power. 
These are some of the reasons for the development 
of fringe benefits. As to their l:tmi t, it is almost '-rn-
possible at the present time to predict. It does not seem 
economically possible for industry to continue to pay ever-
increasing benefits without increased prices or a drastic 
change from their current way of doing business. 
Judging by the ' recent · happenings in industry, it 
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is evidently very difficult to remo've one of these benefits 
a.fter it has been granted. Not only is the taking away of 
these benefits, established by contract, resisted strongly 
by the union leaders, but the rank and .file also feel that 
management is trying to deprive them o.f a superior working 
condition that they have .fought .for. As some union leaders 
have been willing to forego a wage increase in order to ob-
tain some o.f these .fringe benefits, it is felt that in the 
light o.f these circumstances it might be easier to .force a 
wage decrease than remove some o.f the established .fringe 
benefits. 
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V. Holiday Pay 
One of the first fringe benefits of significance 
was the paid holiday. Unions have contended that employees 
are entitled to be off on legal holidays and that, when they 
are not working, they should not be penalized by losing a 
day's pay. The justification for holiday pay is that it 
gives the employee an opportunity to rest and, thus, return 
to work better able to turn out the quantity of the product 
required with the quality desired. It has become of signi-
ficance to plant workers, since paid holidays were frequent-
ly granted to salaried employees and not those on the hourly 
paid payroll. The establishment of the practice of paid 
holidays equal for both groups has eliminated this 
discrimination. 
Whatever the practice established, it should be 
followed uniformly. Workers should also be info~ned well in 
advance of the holidays to be observed. In this way, they 
can plan what they will do during this time off. 11The plan-
ning is, in itself, a part of the pleasure to be gained from 
the holiday." 1 
The 1939 study of earnings and hours in the lea-
ther, leather belting and packing industries of the Bureau 
of Labor Statistics says nothing about paid holidays, while 
1. Dale Yoder, Personnel Management and Industrial Relations, 
p. 318. 
the 1943 study by the same Bureau, of union agreements in 
the leather tanning industry, mentions holidays only brief-
ly. This study points that in a few agreements covering 
about fifteen per cent of the workers, pay is provided for 
one holiday, generally Christmas, even though no work is 
performed. It also states that pay for holidays not worked 
is not general in the leather industry. 
During the war, Executive Order 9240, issued by 
President Roosevelt on September 9, 1942, set limitations on 
holiday pay, compelling time and one~half compensation for 
all work performed on six specified holidays. It seems that 
this number of holidays, at that time generally unpaid, be-
came the goal of unions seeking to obtain and extend holiday 
pay practices. 
In 1946, seventy-four per cent of all the wage 
earners in the United states were entitled to . six or more 
paid holidays. 1 This, however, did not hold true for the 
leather industry. In 1948, the International Fur and Lea-
ther Workers' Union, C.I.O., in New England, were being paid 
for five holidays where they were paid for one in 1939· 2 
Presently in Massachusetts, 62.8% of the workers 
in non-union companies and 73.5% of the workers -in union or 
1. National Industrial Conference Board, "Vacation and Hol-
iday Practices", Studies in Personnel Policies #75, p. 17. 
2. · International Fur and Leather Workers' Union, c.I.o., 
op. cit., p. 7• 
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partly union companies are receiving six or more paid holi-
days. 42.3% non-union and 54% union companies are paying 
exactly six polidays. 1 
A study of twenty union agreements in the leather 
industry indicates that, as of the end of 1949, eighty per 
cent of the companies in this group were paying for six or 
more holidays, with fifty-five per cent paying exactly for 
six holidays. 
Standard holidays are New Year's Day, Memorial Day, 
Independence Day, Labor Day, Thanksgiving Day and Christmas. 
Others frequently mentioned are Washington's Birthday, 
Armistice Day and Election Day. Table XV lists the range of 
paid holidays in the twenty companies surveyed: 
TABLE XV 
NUMBER OF PAID HOLIDAYS 
None • ••••••••• ~ ......•...••. ~ . 1 4 holidays ••••••••••••••••••• 1 
5 holidays ••••••••••••••••••• 2 
b holidays ••••• ~.~~-~~ ••••••• 11 
7 holidays •••• ~ •••••••••••••• 2 
8 holidays~ •••• ~ ••••••••••••• 1 
9 holidays~~~~.~ ••• ~~~ ••••••• 1 
10 holidays ••••••••••••••••••• 1 
Nearly all contracts grant holiday pay only to em-
ployees who meet certain eligibility rules. Some of these 
contracts require that employees work the day before and the 
day after the holiday; others make the min~um requirement of 
1. Computed :from charts in Associated Industries of Massa-
chusetts Survey of Fringe Benefits, - p. 3. 
completing a six week probationary period with the company; 
three contracts specify that the employee must have worked 
some part of the three weeks preceding the holiday; some 
contracts combine two or more of the requirements mentioned 
above. It has been fairly common practice in the leather 
industry for agreements to run of one year's duration and, 
at negotiation time, the unions have attempted to select hol-
idays which will not fall on Saturday during the ensuing 
year. If this condition does arise, however, about half the 
companies surveyed pay for this holiday as though it were a 
regularly scheduled work day. 
Employees required to work on a holiday r eceive 
premium rates under almost all contradts. In general, this 
premium rate . is time and one-half regular pay. Some con-
tracts provide for double time pay. One .of the most unusual 
of these provisions is the contract of International Shoe 
Company, which provides for two and one-half times the . ·reg-
ular rate of pay. 
The testing of the holiday pay principle has proven 
costly to many employers. The initial attempt of unions was 
to get the principle of pay for unworked holidays formally 
established as an industrial practice. Currently they have 
been forcing the issue in those cases where a borde~-line 
situation is encountered; cases where an employee's right to 
holiday pay is doubtful because he was on leave, laid off, 
on vacation, or because the ~oliday has occurred on a 
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non-scheduled working day. Where·ver this situation has 
arisen, managements have clarified the situation in succeed-
ing contract negotiations. An example of this clearing up 
of misunderstanding is represented by the current contract 
provision between the Massachusetts Leather Manufacturers' 
Association and the International FUr and Leather Workers' 
Union, C.I.O., which states: 
Any regular full-time employee who has been in the 
employ of the Employer for three (3) weeks or more 
shall receive a. regular day's pay a.s holiday pay 
for New Year's Day, Memorial Day, Labor Day, Col-
umbus Day, Thanksgiving and Christmas, provided he 
has earned some pay during the 21 days Drumediately 
preceding the holiday. If an employee is on vaca-
tion on the holiday in accordance with the provi-
sions of the Article or is out sick during the 21 
days immediately preceding the holiday, but has 
not been out sick for more than six months, he 
shall receive pay. 
The cost of this fringe benefit can be determined 
very easily. If we take the average hourly wage for the 
leather industry for November, 1949 or ~1.402 (see page 66) 
and multiply this by eight hours, we have a day's holiday 
pay per worker, equal to $11.216. Let us assume that our 
plant has 200 workers and we can easily see that an added 
holiday increases our total labor cost by $2,243.20 annual-
ly. Or, if we divide this figure of $11.216 per day by 
2,000 hours, the time worked by the average fully employed 
leather worker who has 2 weeks' vacation, we can determine 
that our costs are increased .56¢ per hour for every man in 
the plant for each additional holiday granted. The average 
8'1 
of six paid holidays per year means a total increase of just 
less than 3i¢ per hour worked. 
8S 
VI. vacations · 
Another fringe benefit that has become of increas-
ing significance is paid vacation periods. In many indus-
tries, paid vacation plans were formerly considered the 
special privilege of top executives. In succeeding years, 
this practice was extended to office and clerical workers. 
The main reasoning behind this policy was that executives 
usually worked long hours during busy periods at no increase 
in compensation. ~fuen the work slacked off, it was felt 
that they were entitled to a period of rest. Since office 
workers in this period before World War I were usually lower 
paid than factory workers and required to work excess hours 
during busy periods without compensation, it was felt that 
vacation benefits should be extended to them as a compensa-
tion for this extra effort and that some added incentive 
was necessary to keep them interested in their jobs. 1 
Since 1920, the practice of providing vacations, frequently 
with pay, for non-white collar workers has become increasing-
ly general. 
Prior to 1937, only about four per cent of the com-
panies participating in National Industrial Conference Board 
surveys of vacation practices had a vacation clause as part 
of the union contract. The figure rose to twenty-six per 
1. For a rurther discussion on this theory, see W. J. 
McDonald, Handbook of Business Administration, PP• 1269-1278. 
cent during 1937, probably due, at · least in part, to the 
rise of the Congress of Industrial Organizations and the 
Supreme Court decision that the Wagner Act was constitution-
al. The following years showed increases, the most signifi-
cant of which was 1943, when the figure rose to sixty-four 
per cent. In 1945, based on a Conference Board analysis of 
212 union contracts, the estimate rose to eighty per cent 
and in 1946 to eighty-eight per cent. 1 
A recent study by the United States Department of 
Labor, Bureau of Labor Statistics, shows that better than 
nine out of every ten agreements (ninety-three per cent) 
contain vacation provisions. 2 
During the war, vacations for workers were gener-
ally overlooked in an attempt to get out the necessary war 
production until the National War Labor Board evolved the 
policy of allowing one week's vacation s.fter one year's ser-
vice and two weeks' vacation after five year's service. 
This war policy is still in effect for many firms. In the 
Bureau of Labor Statistics' study in 1949 of 1,473 collec-
tive bargaining agreements, seventy-eight per cent stipulat-
ed one year of service for one week off and sixty per cent 
1. For details of these surveys, see National Industrial 
Conference Board, studies in Personnel Policy, #71 and #75, 
1946 and 1946 respectively. . 
2. u.s. Department .of Labor, Labor Information Bulletin, 
October, 1949, P• 14• 
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required five yearst · aervice for· a two week vacation. 1 
The International Fur and Leather workers' Union 
points out that the leather industry in Eastern Massachusetts 
had no paid vacations in 1939, but in 1948 had obtained one 
and two week vacations. 2 
In Massachusetts currently, the general pattern 
for both union and non-union plants is one week for one 
year's service and two weeks for five years' service. In 
non-union plants in Massachusetts, about eleven per cent of 
the workers receive three weeks' vacation for fifteen years' 
service, while this figure is only slightly over eight per 
cent for union establishments. 3 
While the practices listed above are for factory 
workers, there still seems to be a slight differential in 
favor of the office worker, since most company policies gen-
erally seem to permit two weeks' vacation after one or more 
years of service. Another example of this differential is 
indicated in a recent survey of personnel practices in 
unionized offices, which shows that out of fifty contracts 
analyzed sixteen, or thirty-two per cent, provide three 
1. Ibid., p. 15. 
2. International Fur and Leather Workers' Union, C.I.O., 
District #1, op. cit., p. 7• 
~· Associated Industries of Massachusetts, op. cit., pp. 
4-8. 
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weeks' vacation a~ter ~ifteen years of service. 1 
The earliest study o~ vacation clauses in collec-
tive bargaining contracts in the leather industry by the 
Bureau of Labor Statistics in 1943 indicates that about 
ninety per cent .of the workers were covered by annual paid 
vacations; seventy per cent of the agreements providing va-
cations permitted a single vacation period after a qualify-
ing period of service; eighty-seven per cent of these agree-
menta allowed a maximum of one week a~ter one year's service; 
less than nine per cent provided for more than one week after 
one year o~ service; while the remainder allowed only part 
week vacation periods. 2 Paid vacations a~ter a year o~ 
service were granted to both plant and office workers in 
nine out o~ ten establishments in the leather industry in 
1947. One week was usually allowed plant workers, while 
half the establishments granting paid vacation to office 
workers allowed one week and the other half two weeks. Table 
XVI sunrrnarizes the ~or.mal provisions for paid vacations a~ter 
one year o~ service in the leather industry ~or the United 
States by geographical region. 
Fi~teen current plans in the leather industry 
1. American Management Association, Survey of Personnel 
Practices in Unionized Offices, Research Report #13, P• 20. 
2. For fUrther material on the status of vacation plans in 
the leather industry in 1943, see Bureau of Labor Statistics, 
Union A reements in the Leather Tannin Industr 1 , PP• 
1 -13. 
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seem to show fairly close correlation with the status of va-
cation plans for all industry. Twelve of these plans provide 
for one year's vacation after one year or service and eight 
of them provide for two weeks' vacation after five years of 
service; while five allow three weeks' vacation after fif-
teen years of service. One very liberal plan allows four 
weeks for over sixteen years of service. Variations from 
this pattern are common, however. After six months of ser-
vice, one week's vacation is allowed by one company while, 
for the same period or service, another allows but three 
days. Another tanner has the unusual practice of allowing a 
week and a day for a year, a week and two days for two years' 
service, a week and three days for three years' service, and 
so on, with a maximum of two weeks' vacation for five years' 
service. 
One company provides two weeks' vacation after two 
years of service, while three companies permit two weeks' 
vacation for three years of service. The most liberal plan 
allows one week for one year of service, one and one-half 
weeks' for four to five years' service; two weeks for six to 
ten years' service, three weeks' for eleven to fifteen years' 
service, and four weeks for over sixteen years of service. 
This is only part of the answer to the question of 
eligibility for vacation, since most companies have hedged 
these benefits about with many other restrictions. A medium 
sized Western company demands _that, in addition to a service 
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TABLE XVI . 
FORMAL PROVISIONS FOR PAID VACATIONS AFTER ONE YEAR OF SERVICE IN LEATHER 
ESTABLISIDJENTS, UNITED STATES AND SELECTED REGIONS, JANUARY, 194J 
Number of establishments studied in: 
~~-
United New Middle South- Great 
Lengt~of_p~id vacation States England Atlantic States east Lakes 
Total establishments 
Pacific 
studied •••.•••••.•.••..• 123 - - 35_ - 68 !9_ - _7__ -- 52 _ _2 
Plant Workers 
All formal provisions ·for · 
paid vacations ••••• ~ •• ~~ 
Less than 1 week •••••• ~~ 
1 week . .............. ~ . ; 
2 weeks ••• ~ ••••• ~~ .•• ~.~ 
No paid vacations ••••••••• 
Office Workers 
All formal provisions for · 
paid vacations •• ~: ••••• ~ 
Less than 1 week ••••• ~.~ 
1 week •....•...........• 
2 weeks •...............• 
No paid vacations ••••••••• 
Information not available. 
Establishments with no 
office wo.rkers. o. o o •• o o. 
174 
1 
167: 
6 
19 
138 
-69 
69 
13 
2 
40 
33 
-31 
2 
2 
28 
-15 
13 
1 
1 
5 
62 
1 
61 
-6 
42 
-
23 
19 
5 
-
21 
17 ' 
-16 
1 
2 
13 
-6 
4 
-
2 
7 
-
7 
7 
2 
5 
-
-
-
* Includes data for other regions tn addition to those shown separately. 
44 
-41 
~ 
41 
20 
21 
2 
1 
8 
9 
-
9 
5 
3 
2 
4 
Source: Bureau of Labor Statistics, ·wage Structure - Le a ther Tanning, Currying and 
Finishing, u. S. Department of Labor, 1947, Series 2, No. 57, p. 26. 
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requirement, an employee must have received thirteen pay 
checks for thirteen pay periods during the period of one year 
prior to June 1. Another plan permits only actual time on 
the payroll to be accumulated as service towards vacation. A 
current contract of the International Fur and Leather Workers' 
Union, C.I.O., in Massachusetts provides alternatives permit-
ting specified paid vacation periods provided: 
(a) Such employees have received some pay in any 
26 payroll weeks during the year preceding 
June 15, or, · 
(b) Such employees have worked at . least 760 hours 
during the year preceding June 15. 1 
As with holiday pay, there has been continual strife 
between unions and management groups in regard to borderline 
cases not adequately defined by contract. Vacation pay, in 
general, seems to be based upon the average earnings of the 
employees during some specified period prior to his vacation. 
There are, however, still some plans where hourly paid workers 
' 
receive only their base rate per hour times forty hours for 
each week of entitlement. One leather company with piece 
workers provides. a fixed vacation pay of $70 per week. Still 
another method of computation is based upon a fixed percent-
age of the annual salary of the employee. 
A survey of twelve current agreements indicates that 
1. Agreement for 1949 between the International Fur and Lea-
ther Workers' Union, C.I.O., and the Massachusetts Leather 
Manufacturers' Association. 
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six are paying average earnings, three are paying base rate · 
and three are paying a fixed percentage which ranges from two 
per cent to 2!% of annual earnings for each week of vacation 
entitlement. 
It is interesting to note that the 1949 contract 
settlement between Interstate Swift & Company and the C.I.O. 
Packing House Workers and A.F.L. Butcher Workmen grants 
three weeks' vacation after fifteen years of service. Since 
Swift & Company has an interest in the leather business 
amounting to about six per cent of total employment in the 
leather industry, we may fairly well conclude that this sub-
sidiary company, which is presently allowing three weeks' 
vacation for twenty years of service, will, in all probabil-
ity in the near future, follow the pattern set by its parent 
organization. 
The third problem of vacation plans concerns the 
lesser matter of the time of year during which they may be 
taken; the preference in choice of vacation dates and the 
status of holidays with pay that occur during a vacation 
period. While it was previously considered good business to 
pennit employees to take their vacation whenever they de-
sired throughout the calendar year, in order to stagger va-
cations and keep down the number of temporary employees to 
cover vacation absences, there seems to be a growing ten-
dency, wherever possible, to shut down for a specific period 
of time, permitting b~th .fac~ory and salaried workers to 
take their vacations simultaneously. This may be caused, in 
part, by the regulations of state employment security boards 
and attempts on the part of management to reduce unemploy-
ment payments. 
Vadations are usually granted in order of senior-
ity. This practice seems to be a~nost universal. 
There does not seem to be any general pattern as 
to the status of holidays that occur within vacation periods. 
In some leather tanneries, an extra day off with pay is al-
lowed. In others, the pay is allowed but the time off is 
not, while in a third situation the holiday may be overlook-
ed completely. 
If we are to look for a definite trend in the 
status of vacation plans in the leather industry, it would 
seem to me that there is a steadily increasing number of 
companies that are shifting to the plan of three weeks• va-
cation for fifteen years' service. In addition to this de-
velopment and as a long range forecast, if the leather 
industry continues to operate under the same general circum-
stances as it has operated during the last fifteen years, I 
do not hesitate to predict that sometime in the not too dis-
tant future we shall see four weeks' paid vacation for em-
ployees with over twenty-five years' service. If, however, 
the volurne of leather production is reduced with a resultant 
threat of unemployment to workers in the industry, union 
leaders will seek to spres.d the work by work sharing 
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agreements, such as a shorter work week, and their bargaining 
power in claiming an increased need for vacation rest, as a 
health measu1~ for tannery workers, will disappear. 
VII. Welfa re Benefit Programs 
Another fringe benefit of steadily increasing im-
portance is the welfare benefit program. Since some sec-
tions of a welfare program have been adopted by a ome companies 
and a complete program adopted by others, it is dif ficult to 
break down exactly the extent of coverage for these programs. 
vVhen we talk about welfare benefit p~egrams, let 
us consider for a moment just what is involved. An outline 
of a well rounded welfa re benefit program would include ac-
cident insurance, both on the job and away tram it; a weekly 
sickness benefit, hospitalization care, surgical treatment, 
medical care, life insurance, burial benefits, unemployment 
insurance, and pensions, not only for the retired employee 
but for his survivors. 
Since unemployment insurance is presentl y admin-
istered under federal and state control and since pensions 
and benefits to survivors is such a large subject, we shall 
leave them for a later discussion. 
A. Workmen's Compensation 
In the early days of American industry, any pro-
gram pertaining to the h ealth and welfare of employees was 
considered purely paternalistic, but recent developments in 
this field show that current opinion leans toward the idea 
that health is directly related to efficiency in the per-
forraance of one's work. There are many types of employment 
that are injurious to health. Numerous studies indicate 
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that the working classes are subject to more ailments than 
the non-industrial workers. Not all of this condition can 
be charged to participation in industry, but they are at 
least in part the result of the complex technology of modern 
business. Introducing machinery wherever possible has made 
the life of the industrial worker more complicated. Most 
plants are aware of this condition and have set up some kind 
of a safety program to prevent industrial accidents. 
It was the custom in the early days to handle 
claims for compensation as a result of industrial accidents 
through the equity courts and the doctrine of "contributory 
negligence" on the part of the worker was frequently the 
deciding factor as to whether or not payment should be made. 
In many cases, employees unable to afford the legal cost of 
carrying their cases through the courts were unable to ob-
tain any return for industrial accidents. One study of % 
large number of cases indicates that only 28¢ out of each 
dollar paid by employers reached injured employees. 1 
European countries took the lead in developing 
legislation to provide for payments to workers in cases of 
industrial accidents in the 1800's, but such legislation did 
not come into being in this country until the early part of 
1. For a further discussion on the "contributory negligence" 
rule and the above-mentioned study, see Dale Yoder, op. cit., 
Chapter 16. 
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the 20th Century. The first suc'cesst'ul state law was tha t 
of Washington, passed in 1911. Since that time, practical-
ly all states have passed similar laws providing for vary-
ing amounts of weekly payments to injured employees and 
covering a large part, if not all, of the medical expenses 
incurred as a result of an accident on the premises of the 
employer. This insurance is paid for entirely by the 
employer. 
B. Sickness and Non-Compensable Accident Benefits 
Unions in the early part of the 20th Century at-
tempted to meet the problems of sickness and accident off 
the job by paying benefits from their own funds, but this 
method of payment has rapidly declined. 
The Industrial Relations Section of Princeton 
University has published a study of a survey of the Execu-
tive Council reports of the A.F.L. The results of this sur-
vey are shown in Table XVII. 
The first union and management agreement for com-
pany paid sickness benefits, according to the records of the 
Bureau of Labor Statistics, United States Department of 
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Labor, involved employees of the Newburg, New York Public 
service Corporation and was negotiated by the P~algamated 
Association of Street and Electrical Railway Employees, A.~.L., 
on May 1, 1926. Such agreements were relatively rare, how-
ever, up until World War II, when the ruling of the War 
Labor Board and the Tre~sury Department was that payment for 
such plans did not (within certain limitations) constitute 
wage payments. This opened the way for a. strong union de-
mand for these plans and for their inclusion in collective 
bargaining contracts. 
Year 
1903 
1913 
1923 
1933 
1943 
TABLE XVII 
UNION PAYMENT OF SICKNESS BENEFITS 
Total Number of Unions 
reporting payment of 
Sickness Benefits 
28 
27 
13 
30 
18 
Reported paid from 
National or Inter-
national Treasury 
28 
16 
13 
2b 
15 
Source: From "Proceedings", American Federation of Labor~ 
1904, 1914, 1924, 1934, 1944, as reported in Group Health, 
Insurance and Sickness Benefit Plans in Collective Barga.in-
fi~' Industrial Relations Section, Princeton University, p. 
Between 1945 and 1947 the Bureau of Labor Statis-
tics estimates the number of workers covered by some type of 
health benefit plans negotiated by employers and unions have 
more than doubled, rising from approximately 600,000 to 
1,250,000. In 1948, it was estimated that about 3,000,000 
workers were covered by health, welfare and/or retirement 
benefit plans. This included not only plans originally ne-
gotiated between managements and unions, but also plans that 
had formerly been established unilaterally by management 
and were then included in labor contracts. 1 
1. u. s. Department of Labor, Labor Info~1ation Bulletin, 
Au gust, 1948, pp. 1 to 3· 
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A recent survey in the· State of Illinois has given 
us some indication of the extent of sick pay in industry. 1 
Answers to questionnaires were received from the employers 
of about one-third of total covered employment in that 
state. These replies indicated that 42.8% of the employers 
concerned continued to pay employees during absence due to 
illness. Only 37.2% of all the workers in this sample were 
covered due to the fact that frequently paid sickness leave 
plans are confined to office or salaried workers and do not 
always include factory or hourly-paid workers. They also 
determined that of the firms with more than 1,000 employees, 
70.8% reported paid sick leave plans. In nearly all cases, 
the cost of this program was borne by the employer. Extend-
ing these percentages for the country as a whole, this sur-
vey concluded that close to 15,000,000 workers in the nation 
were covered under voluntary plans for cash payments while 
absent from work due to disability. 
The Bureau of National A:ffairs reported in Septem-
ber, 1948, as a result of their study of thousands of con-
tracts, that almost one-fifth of these contracts provided 
sick leave with pay. The large majority of these provided 
for full pay, although several lowered this to half pay 
after a certain prolonged period of absence. They concluded 
1. Research Council for Economic Security, "Sick Pay in 
Industry", The Management Review, March, 1949, pp. · l73 and 
174· 
that the maximum amount or allowed sick leave with pay was 
about thirteen weeks and that the average waiting period be-
fore payments began was three days or less. 1 
The most recent information that we have indicates 
that sick leave with pay for hourly paid workers is fast be-
coming a coramon practice. The National Foremen's Institute 
reports in January or this year that seven out ten union 
contracts now being negotiated contain form~l plans regard-
ing this practice. 2 
Another factor entering this picture or sick and 
accident benefits is the trend or state governments to as-
sume responsibility for this social benefit. A compulsory 
state temporary disability benefit is a cash payment payable 
whenever an eligible worker is unable to work because of ac-
cident or illness not connected or arising out of his 
employment. 3 
Benefits are presently paid under state laws in 
Rhode Island, California and New Jersey. They will be 
1. see section on "Employee Benefits", Basic Patterns in 
Collective Bargaining Contracts, reprinted September, 1948 
from Bureau of National Affairs, Inc., Collective Bargain-
ing Negotiations and Contracts • . 
2. National Foremen's Institute, Emplotee Relations Bulle-
tin, Report -#218, January 25, 1950, p. • 
3· For an extended discussion on this subject, see Richard 
E. Chislett, II, "The Effect of State Disability Laws on 
Company..:.operated Plana", Welfare Issues in Collective Bar-
gaining, pp. 21 to 27. 
payable in New York beginning July 1,· 1950. The first law 
was enacted by the State of Rhode Island in 1942. Rhode 
Island has organized a state fund whereby employees contri-
bute one per cent of their wages, from which they are en-
titled to receive twenty weeks of benefits at a maximum of 
$18 a week for non-occupational illness or accident. 
The California law, passed in 1946, is also con-
cerned with a state fund, but permits employers to set up 
voluntary plans which provide benefits equal to those pro-
vided by the state law. If a voluntary plan is established, 
the employees cease to pay their one per cent to the state, 
but may pay it to the employer. The maximum benefits pro-
vide $25 for twenty-six weeks in any benefit year. 
In the spring of 1948, New Jersey legislated a 
program similar to that of California. In· New Jersey, how-
ever, employees may be required to contribute not more than 
three-quarters of one per cent of their wages, either to the 
state or to the employer. If a New Jersey employer prefers 
to go along with the state fund, he is taxed one-quarter of 
one per cent of his employees' wages, but an experience rat-
ing plan may reduce his contribution. The maximum return of 
this plan is $22 for twenty-six weeks. 
The New York plan requires the payment of a maxi-
mum of $26 for thirteen weeks, but gives the employer full 
freedom of choice in determining whether or not he wishes 
to buy this insurance from the .state, from private carriers 
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or to insure himself. In New York State, employers may de-
duct a maximum of 30¢ a week from employees' pay checks to 
cover the sick pay policy. 
Such laws are pending presently in Colorado, 
Maryland, Delaware, Illinois, Massachusetts, Minnesota, 
Pennsylvania and Wisconsin. Six of the twelve states men-
tiohed are large leather producing areas. If these laws 
are passed, tanners, as. other manufacturers, will eliminate 
their private plans or convert them according to the dic-
tates of the state law. 
Cash benefits for non-industrial accidents and 
sickness are quite prevalent in the leather industry. In 
studying sixteen current union agreements, there is only 
one company that has no provision concerning these benefits. 
The other fifteen plans contain some cash benefit ranging 
from $9 a week to regula r earnings. These sixteen agree-
ments are not limited to any particular area and seem to be 
representative of the industry. That one union agreement 
does not contain a plan does not necessarily mean that no 
plan exists, since in some companies contributory plana are 
not included in the labor contract. The reasoning behind 
this is that some employers have contended that a contribu-
tory plan may not cover all the workers since all may not 
desire to belong and, therefore, is outside the scope of 
collective bargaining. 
A majority of these plans are completely paid for 
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by the company as part of a "package" welfare agreement; 
others clarify the status of sick and accident benefits and 
treat them as a unit. In a few companies, employees con-
tribute to these plans, the more frequent contribution 
amounting to about half the cost of these plans to the com-
pany, while some pay only one-third of the cost. A minority 
or the plans ask for a fixed percentage of the gross wages 
of employees. 
In nearly all plans, a period of service is re-
quired before an employee may participate, some requiring 
three to six months' service, a majority requiring at least 
a year's service, while a few require two years' service. 
In addition to company sponsored plans, there are 
also mutually sponsored organizations, wholly contributory, 
providing payments for sickness and non-compensable acci-
dents. It is difficult to determine the extent of these 
plans in the industry, but it is felt that they represent 
only a small addition to the basic benefits established by 
the companies. 
Nearly all of the above plans require a waiting 
period of from three to seven days in the case of sickness, 
while there is usually no waiting period prior to payment 
for non-compensable accidents. 
The duration of payments is usually thirteen 
weeks, although there are some variations. At least one of 
the major meat packer~ has ~hifted to a varying length of 
duration of payments based on years of service with the com-
pany. It is felt that this criterion is more equitable to 
~11 and this approach will eventually be extended to the 
leather industry. 
In the light of current negotiations, there seems 
to be less thinking of sick and accident benefits as a 
health measure and more to regard this as a step toward an-
nual wages. Vfuile many of these plans were originally start-
ed by employers independent of unions, union pressure has 
caused them to be included as part of collective bargaining 
agreements and has expanded benefits in some cases. Unions 
will chalk these benefits up on their score board as one 
more step toward the goal of providing income for the work-
er whether he works or not. 
That the worker desires this kind of economic pro-
tection is evident from a recent survey by "Factory" maga-
zine which concludes that, while only twenty-three per cent 
of the people interviewed said their companies paid wages 
when th~y were sick, seventy per cent desired to be covered 
by these benefits. 1 This feeling would indicate that, if 
voluntary plans are not extended to provide what the public 
may consider adequate coverage, then state legislatures, 
acting upon the will of the people, will create ~aws to 
1. uvfua t the Factory Worker Really Thinks" I Factory Man-
agement and :Maintenance, <;>ctQber, 1949, p. 98. 
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force their extension. 
c. Hospitalization Care, Surgical Treatment, Medical 
Care, Life Insurance and Burial Benefits 
These subjects are lumped together in one section 
since they seem to be lumped together in many union con-
tracts under a single article of agreement. Hospital care, 
surgical treatment and medical care are tied together dir-
ectly, while group insurance and burial benefits seem to 
have been added later when unions sought to extend previous-
ly granted welfare benefits. 
A little more than fifteen years ago, when the 
Committee on the Cost of Medical Care published its report 
and services, medical care was paid for in the greatest 
part on an individual fee basis. For medical care, this 
method remains dominant, but there has been a tremendous 
growth in voluntary and negotiated forms of health insur-
Emce. The .American Management Association reports in Jan-
uary, 1948, thirty million Americans and Canadians were 
covered by Blue Cross Hospital Insurance policies and an-
other 5·7 million had hospital insurance policies with 
commercial insurance companies. About 7i million Americans 
had medical care insurance under some type of group plan, 
while around four million others were covered under indi-
vidual insurance policies. All types of health insurance, 
both group and individual, are strongly promoted today by 
conmercial insurance companies which, up until the last 
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dec·ade, were concerned primarily· with only individual health 
and accident insurance. 1 
Another report by the Chairman of a committee 
formed by a number of trade associations of insurance com-
penies reports that more than 52 million, or well over one-
third of the total population of the United States, are now 
protected under some form of voluntary hospital expense in-
surance, while voluntary surgical and medical expense in-
surance plans cover about 26 million and 9 million, 
respectively. The number of persons covered for hospital-
ization under group insurance policies and under Blue Cross 
plans, according to their figures, is fifty-six per cent 
greater than at the end of 1945 and two hundred forty-one 
per cent greater than at the end of 1941. More than half of 
the current plans are carried by Blue cross and similar 
plans sponsored by medical societies. Insurance companies 
and fraternal societies account for about forty per cent, 
while privately sponsored groups make up the remainder. 2 
In a 1945 study of forty-six sickness insurance 
plans, hospital benefits appeared in all but nine, surgical 
benefits were included in over half of the plans and mater-
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1. Edwin E. Witte, "Trends in Payment for Medical Care", 
What's Ahead in Employee Health and Pension Planning, pp.25-33· 
2. "Extent of Voluntary Health Insurance Coverage in the 
United States", The Spectator, . February, 1949, 17:2, as re-
ported in The Management Review, March, 1949, pp. 171-172. 
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nity benefits in twenty-six plans. Just slightly less than 
half provided accident, death and dismembennent benefits, 
while life insurance was included in all but four or the 
forty-six plans. A significant item in this study was that 
three plans made nursing service available to employees on 
the recommendation or the attending physician and one plan 
offered cash payments for visits by a doctor in the home, 
hospital or physician's office. Some coverage or the de-
pendants or covered employees was also a part or the struc-
ture or these forty-six benefit plans. 1 
Studies of a number of union-management agreements 
do not reflect percentages or coverage anyw!1ere near as high 
as the 1945 survey. 2 There are at least two major reasons 
for this difference: one that the more forward looking em-
ployers and those having the greatest amount of benefits 
contribute their information readily to surveying organiza-
tions, while those who may be rather backward in this re-
spect are reluctant to expose their backwardness. The second 
reason for the differences in comparative figures is that 
some studies are based on investigation, while others at-
tempt to obtain their ma terial from union contracts. It is 
felt that there may be many plans in existence which have 
not yet moved into the realm of collective bargaining. 
1. · Industrie.l
4
Relations Section, Princeton University, op. 
cit., pp. 31-5 • · · · · · 
2. Cf. Bureau of National Affairs, op. cit., pp. 15:102 ff. 
' . 
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Life insurance seems to be of first importance to 
the employee and to his family of all the benefits concern-
ed in health insurance plans. Employee-financed plans have 
been in existence for a considerable length of time, but 
recently life insurance has achieved a place in collective 
bargaining and become an employer-paid benefit. A $500 or 
$1,000 policy used to be more common, but there seems to be 
a growing tendency to relate the amount of insurance to the 
employee's annual e~rnings. 
Surgical benefits, while a recent development, are 
rather extensively paid for under benefit plan arrangements, 
no doubt in a large part due to the feeling on the part of 
both union and employer that there is not much advantage to 
"faking'' an operation. The usual amount of this type of 
coverage varies with the operation, but the maximum ranges 
around $150. 
Maternity benefits are provided under a large 
number of plans and this benefit is quite costly. 
Obstetrical care is a significant part of the cost of 
any health insurance plan - as much as twenty-five 
per cent of all hospital or medical expenses of this 
plan being used for expenses. 1 
The programs that are underwritten by life insur-
ance companies allow specific amounts for accidental death 
and dismemberment. These amounts may range from as little 
1. E. A. Vansteenwyck, Health .Insurance in America, p. 35· 
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as $10 to many hundreds, depending upon the severity of the 
loss. 
Medical service is presently a minor part of all 
health insurance plans, but it seems to show indications of 
growth. The medical program as expressed by the current 
administration, strongly resisted by the American Medical 
Association and baaed probably upon the British idea, is of 
current interest. It may be that the expression of public 
interests in this direction will force ita acceptance and 
inclusion in voluntary plana as a more preferable method of 
handling than through a federal law. Some idea of the ef-
fect that collective bargaining has had upon contributory 
benefit plans is demonstrated by Table XVIII. 
How the worker feels about some of the factors 
usually included in health insurance and welfare plans is 
indicated in a recent "Factory Management" survey in thirty-
four states covering ninety-seven per cent of this country's 
factory workers. Here employees indicate that their com-
panies are providing the following things in varying 
degrees: 1 
Life insurance 48% 
Payment of hospital bills ~26~ Payment of doctor bills ~ 
Large numbers of them expressed the desire for their 
1. "What the Factory Worker Really Th inks", Factory Man-
agement and Maintenance, . October, 1949, p. 98 ff. 
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companies to do these things for them to the following 
extent: 
Life insurance 
Payment of hospital bills 
Payment of doctor bills 
Comparing these percentages would indicate that only slight-
ly more than those already covered desired these benefits. 
Since the extent of these programs vary consider-
ably, it is difficult to determine an exact cost in per-
centage of payroll. However, the Bureau of National Affairs, 
Inc., have set up four combination plans utilizing three per 
cent of a payroll of an employee group whose average pay is 
$50 a week. Of the four plans shown in Table XIX, Plan A 
seems to be the closest to what is general practice in in-
dustry today, either under contributory or non-contributory 
plans. 
The leather industry seems to be doing a little 
better than a country-wide average in respect to health in-
surance, life insurance, hospitalization and surgical ben-
efits. In a survey of eighteen companies, it was found that 
only one company had made no provision at all for its em-
ployees in this respect. Nine plans indicated that health 
and insurance, hospitalization and surgical benefits were 
completely paid for by the company. In two companies, the 
employees paid all the bills for this coverage; in two other 
companie-s only life insurance was paid for by the employer, 
while the other items were offered if the employees wished 
1J.4 
TABLE XVIII. 
EXAMPLES OF THHEE EXISTI NG CONTRIBUTOHY BENEFIT PLANS LIBERALIZED THROUGH COLLEC'riVE BARGAI NI NG 
Co. A 
Before 
Weekly 
Employee 
Contri-
bution 
~? ·35-
·90 b. 
Weekly 
Sickness 
Benefit 
~p 8-
20 a. 
Life 
Insur>ance 
$,U ,000 
Accid'l 
Death 8c 
Hospital Benefits Dismem-
-------------- Surgical Maternity berment 
Ernploye~?_S Depende!l't_s Extras Benefits Benefit~ __ _j3~~-f'lts 
~~3.50 $3- $.ll5 Wkly.dis-
5 a. 4.50 a. -25 a. abl.&hos. 
benefits 
After f ·45- ~~14 $, l,CJCJO :)?5 ~~5 $25 ~150 Wlkly.dis- $1,000 
Co. B 
Before 
.90 b. 30 a. abl.,hos. 
&surgical 
benefits 
f ;ID_f_ $14-~ ~plOlJ(under ----- --- --W1Cly.dis-
fees & m.b.a.) abl.bens. 
spec. 
levies plus 
After $ .20- ::;l l4 
Separ>ate 
policy 
provides 
~  .. 5~------~$=5------~$=2=5~-~=~1~5~0~(-a~I-so~W~k~l-y-.d~i~s--~$500 -
•75 b. -30 a. 
co. c d. $ .17. $7-50 
Before .56 a. 20 a. 
After $ .30- $15 
.90 a. -27 a. 
Sep.pol. c. 
provides 
$500- ~~2000 
$500- ~p2000 
$1000-
~ii 3000 
a. De pe ndii1g upon weekly wage. 
for de- abl.,hos. $2000 
pendents) &surgical 
$150 
benefits 
Wkly.dis-. 
abl.&sur-
gical ben. 
b. Dependine on weekly wage and number of dependents. 
c. Monthly employee contributions, $ .32-1.28, for contributory group life and accidental death 
and dismemberment insurance policy. Contributions and insured smns dependent upon sex and 
length of membership. 
d. Thls plan applies to non-salaried employees. The policy for salaried employees was also 
enlarged at the same time. 
Source: Industrial Relations Section, Princeton University, Group Health Insur ance and Sickness 
Benefit Plans in Collective Bargaining, Prj,.ncet.on University, 1945, p. 55· 
~ 
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to stand the cost. Three other· leather tanners pai d half the 
cost of providing complete coverage, while one company contri-
buted two-thirds of the cost of the entire program. 
TABLE XIX 
PLANS FOR THREE PER CENT OF PAYROLL 
Co.mbina - Combina- Cambina- Combina-
tion A tion B tion C tion D 
Life Insurance ••••••••••• $2,000 
Accidental Death and 
Dismemberment ••••••••••• 2,000 
Weekly Accident and Sick-
ness Benefits ••••••••••• 25 
Hospital Expense Benefits 
Employees: 
Roam & Board Daily 
6 Limit • ................. 
Maximum Benefit for 
Other Charges ••••••••• 60 
Dependents: 
Room and Board Daily 
6 Limit ••.•• .••..•.•..•. 
Maximum Benefit for 
Other Charges ••••••••• 60 
Surgical Expense Benefits 
( I\~aximum ) ••••••••••••••• 150 
Medical Expense Benefits 
('Maximum) ••••••••••.•••• 150 
$1,500 
1,500 
25 
8 
80 
8 
80 
150 
f $3,000 
3,000 
30 
8 
80 
225 
$2,000 
15 
8 
80 
8 
80 
225 
150 
Source: For the assumptions necessary to prepare this pr e-
sentation, see " Costs of Employee Benefit Programstt, Collec-
tive Bargaining Negotiations and Contracts, Bureau of 
National Affairs, Inc., April 29, 1949. 
. 
These figures indicate wide coverage and they also 
indicate the steadily increasing trend of shifting the burden 
from the employee to the employer. 
Life insur ance in the leather industry, as all 
other benefits, does not seem to have any regular pattern. 
Some companies, particularly those where the employee stands 
the cost, relate increased amounts of life insurance to the 
annual earnings of the employee; while the majority of plana 
that are paid for by the employer usually provide for $1,000 
life insurance coverage. The Blue Cross and Blue Shield are 
the largest carriers of hospitalization and surgical protec-
tion indicated in this survey, although insurance companies 
such as the Metropolitan Life Insurance Company and the 
Travelers' Insurance Company have entered the field. 
Two of these plana providing complete coverage (i.e. 
life insurance, health insurance, hospitalization insurance, 
surgical benefits) are interesting in that they provide this 
protection not only for the employee, but for his dependents. 
We can judge from this survey that employers will be asked to 
assume the burden of costs for these benefits more and more 
in the future. We can also see from the example of these two 
companies that unions will attempt to expand their benefits 
of this coverage to the workers' dependents. 
The Bureau of Labor Statistics, in its 1947 study 
of the leather industry including only arrangements whereby 
the establishment paid at least part of the cost of the in-
surance, finds that more than half of all tannery workers 
were covered by some kind of plan. Of those with plans, 
nine-tenths provided life insurance and three-quarters pro-
vided health insurance. They also determined that a slight-
ly lower proportion of establishments with office workers 
provided life and health insurance for these workers than was 
paid for plant workers. Table XX is •xcerpted from their 
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study which, as previously mentianed, includes only those 
establisrunents with eight or more workers. 
The development of the Massachusetts Leather In-
surance Plan indicates the trend of expansion of these ben-
efits for unionized workers and is particularly applicable 
to those companies whose employees are members of the Inter-
national Fur and Leather Workers' Union and members of the 
Massachusetts Leather Manufacturers' Association and various 
independent leather manufacturers in the Massachusetts area. 
The collective bargaining agreement establishing the fund 
was originally completed in May, 1945, and has been renewed 
since that time. The original agreement provided for the 
financing of the fund by a 1}% payroll contribution from 
all employers. This contribution was increased to 1~% as of 
January 1, 1947 and to 2% as of April 1, 1947. 
Effective September 1, 1949., surgical expense ben-
efits were added to this plan. All insured emp~oyeea, ex-
cept those away from work due to disability on September 1, 
1949, were insured for these additional benefits. The others 
were insured for these additional benefits on the date they 
returned to active employment. This agreement provides a 
life insurance of $1,000 and a weekly sick and accident ben-
efit of $12 for thirteen weeks, which will not be paid more 
frequently than once every twelve consecutive months after 
the worker reaches the age of sixty. Surgical benefits are 
provided up to $200 and specific allowances are made for 
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TABLE XX 
INSURANCE PL-1\NS IN LEATHER ESTABLISHMENTS, UNITED STATES AND SELECTED REGI ONS 
J ANUA RY, 1947 
a. 
United New Middle Border South- Great 
Type of Plan States Epgl and Atlantic States east Lakes Pacific 
Total establishments 
studied •••••••••••••••• 193_ --- --35 _ §B _ _ ! 9_ _ _ 1 5g _ _ 9 
Plant Workers 
Total establishments 
with insurance plans b. 
Life insurance ••••••••• 
Health insurance •••.••• 
No insurance plan ••••••• 
Information not 
available.~ •••••••••••• 
Office Workers 
Total establishments 
with insurance plans b. 
Life insurance •••••.••• 
Health insurance ••••••• 
No insurance plan ••...•• 
Information not 
available •••••••..••••• 
No office workers 
138 
128 
104 
54 
1 
100 
86 
67 
51 
2 
32 
30 
28 
3 
21 
17 
15 
9 
46 
42 
35 
21 
1 
28 
24 
20 
17 
2 
16 
16 
9 
3 
13 
13 
7 
4 
5 
3 
2 
2 
5 
3 
2 
2 
35 
29 
28 
17 
30 
26 
22 
14 
emploved............... uO S 21 2 - 8 
a. Includes data for other--regrons in ad.artlon tothose shown--separately. 
b. Unduplicated total. 
3 
2 
2 
6 
2 
2 
l 
3 
Source: Bureau of Labor Statistics, Wa~e Structure - Leather Tanning, Currying and 
Finishing, U. s. Department of Labor, 1 47, p. 27. 
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specific operations. Hospital benefits are provided by the ' 
Massachusetts Hospital Service, Inc., a state-wide organiza-
tion under the jurisdiction of the Blue Cross. 
Alohg with these formal benefits providing welfare 
services after sickness, injury or death has occurred, some 
tanners a r e making free medical examinations available to 
employees in an attempt to make use of current theories in 
preventative medicine. Since much of the work in a tannery 
is wet work, most employers have included in their agreements 
with the union that they will furnish rubber boots, aprons, 
gloves and other protective equipment so that employees 
handling various tanning acids will be adequately protected 
on their jobs. 
The annual report of the International Shoe Com-
pany of st. Louis, Missouri, which includes a large number 
of tannery workers as well as shoe workers among its em-
ployees, announces that eighty-seven per cent of its em-
ployees participate in its accident and health insurance 
program. These are jointly contributory plans, but the sums 
expended in payment of benefits seems quite substantial. In 
1949, payments made as a result of the group life insurance 
program and sick and accident benefits amounted to about 
three quarters of a million dollars. 
The most recent figures available from the Tanners' 
Council of America, Inc., indicate that in 1948 about ninety 
per cent of the compan~es ~ra~ted life insurance, thirty per 
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cent medical insurance, seventy-five per cent hospitaliza-
tion and eighty per cent sickness and disability benefits. 
This includes all types of plans, contributory and non-
contributory. 
VIII. Pensions 
Any company in business for any length of time has 
a pension problem, whether it is specifically recognized as 
such or not. Sooner or later, management is forced to decide 
what to do with the older employee. The answer t-o this prob-
lem resolves itself into one of four choices. The employer 
can fire him, keep him on the payroll, pension him out of 
payroll or retire him on a pension. 
The first choice might involve trouble with the 
union if he is unionized and certainly would invoke unfavor-
able public relations. The second choice would provide a 
hidden pension plan if the employee is not able to keep up 
his end of the job. He may affect the morale of younger men 
looking for promotion and possibly result in a grea ter loss 
of efficiency to the company than the cost of a pension for 
him. The third choice provides little real security for the 
worker. A pay-as-ypu-go basis is undesirable because it 
causes a steadily increasing drain, which adds to overhead 
in both good and bad years. The fourth choice would seem to 
be most satisfactory, since it provides a deter.minate pen-
sion for the employee, relieves him of at least part of his 
fear of insecurity and provides for tax savings. 
While there has been a tremendous upsurge in the 
number of pension plans in existence, pensions are not new. 
The National Foremen's Institute reports that in 1388 a 
German merchant, Konrad Mendel, retired twelve aged workers, 
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each receiving free board, clothes, and a monthly cash allow-
ance. This pension plan lasted 500 years. They also report 
that the first formal pension plan in this country was in-
stalled by the Baltimore & Ohio Railway in 1880. 1 Of the 
pension plans in effect in the United States, only a very 
few were in existence before 1900. Working men were expected 
to provide for themselves through their entire adult lives. 
In any failure to do this, they were supported by their 
children or by the corrmunity. 
It has been suggested that there is an increasing 
need for old age security, due to the facts that we do not 
marry as young as our parents did and that the children of 
aged parents are engaged in the costly business of bringing 
up their own families at about the same time when their par-
ents may need some assistance. This makes for a double bur-
den upon the middle generation, which increased old age 
security might help to mitigate. 
The extent of early pension plans is indicated by 
a study undertaken by the Industrial Relations Counselors, 
Inc. In this survey, conducted in 1928, it was determined 
that 100,000 pensioners were receiving about $50,000,000 
annually from some 500 pension plans, most of these in the 
railroad industry. In 1935, the National Industrial 
1. National Foremen's Institute, Employee Relations Bulle-
tin, No. 20, September 1~: ' 1.949 ~ p. 16. 
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conrerence Board found that 253,·or 10.8%, of the firms in-
eluded in its survey of service fUnctions had formal pension 
plans which provided coverage for approximately 2,000,000 
employees. 1 
As a result of the decisions of the President's 
Fact Finding Commission in the steel dispute, pensions have 
become a subject of primary interest in the labor field to-
day and are being negotiated by companies or being included 
as part of company policy at an unprecedented rate. The 
most pertinent section of the Board's report reads as 
follows: 
Social insurance and pensions should be considered 
a part of normal business costs to take care of 
temporary and permanent depreciation in the human 
'machine' in much the same way as provision is 
made for depreciation and insurance of plant and 
machinery. This obligation should be among the 
first charges on industries' revenues. 2 
There is also a swing in pension plans from plans 
that were non-contributory on the part of the employees to 
contributory plans. Over seventy per cent of the pension 
plans prior to 1930 were on an emp~oyer pay all basis. Be-
tween 1930 and 1941, about sixty per cent of the new plans 
were contributory. From 1941 through 1945, as a result of 
I 
tt:rrozen wages" during the war, the trend again was toVTard 
1. For a further discussion of these surveys, see Dale 
Yoder, op. cit., Chapter 23. 
2. As reported in National Foremen's Institute, Employee 
Relations Bulletin, No. 209, ~e~tember 14, 1949, p. 1 
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employer pay all plans. The situation in 1949 represented a 
swing back to contributory plans. 1 
Many of the early plans before 1945 were limited 
to employees earning over $3,000 a year, but a study of 188 
retirement plans from 1941+ to 194~ indicates that t here has 
been a swing toward covering all employees, no matter what 
the job or how much the earnings. This study reports that 
122 out or 188 plana put into operation during those years 
covered all employees. 2 
Pension plans have not yet been incorporated into 
union agreements to any marked degree. In a recent survey 
of 328 union contracts, the National Industrial Conference 
Board found that only 54 made any mention of pensions in the 
union agreement. Only 7.6% published the details of the pen-
sion plan in the labor contract and more than half of these 
were with the United Steel Workers of America, c.I.O. 3 
Many of the recently adopted plana have used the 
steel Fact Finding Board's report as the basis for their 
labor-management agreements. This called for 6¢ an hour for 
1. A further discussion of these trends may be found in 
Herbert L. Jamison, "Practical Aspects of Establishing and 
Administering Pension Plans", 'What's Ahead in Employee Health 
and Pension Planning, pp. 3 to 6. 
2. Summarized from a pamphlet Bankers' Trust Co., 188 Re-
tirement Plans, 1946. 
3· National Industrial Conference Board, Conference Board 
Previews, March 18, 1950. 
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a pension ·fUnd, 4¢ an hour for· health and welfare. 
The general pattern that seems to have developed 
in t h e ma jor industries of this country calls for a payment 
to retired employees of $100 a month, including Social sec-
urity payments. If Social Security payments increase, the 
company pension will decrease proportionately. A number of 
oth~r plans are based on a fixed amount ranging fr~n 1% to 
l i% of an employee's average annual wage for a yearly pen-
sion. These pensions are usually not subject to a reduction 
if i ncreased Social Security benefits are provided. 
Most plans usually hedge the benefit of pensions 
about with certain restrictions, particularly as to age and 
length of service. In some companies, employees must ac-
quire a certai~ length of service before attaining eligibil-
ity t o participate. This is an attempt t o eliminate tempor-
ary employees from benefits of the plan. Others make the 
payment of benefits dependent upon a number of ye ars of ser-
vice, usually fifteen to twenty years. This, of course, seems 
to make it unfavorable to hire older men. This is borne out 
by some facts excerpted from various editions of the "Em-
ploye e Relations Bulletin", a publication of the National 
Foremen's Institute, which indicates that job opportunity 
doors are closing on workers over forty-five years of age. 
Their reports show that in a survey conducted by the Federal 
Bureau of Employment Security in Rocheste~, New York, forty-
seven per cent of the _job of~erings specified employees 
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under rorty-rive. Another survey in Birmingham, Alabama, 
pointed out that rour out or rive openings barred workers 
rorty-rive years or age or older. Other surveys in four 
other cities, Dallas, Denver, Portland and Toledo, showed 
that the proportion or discrimination ranged rrom thirty-
two per cent to rirty-one per cent. 
Continua+ emphasis by labor organizations to pass 
a Federal Fair Employment Practices Act is an outgrowth or 
this condition. This has also led to several new ideas in 
the pension rield. 
The "group" plan is for manuracturers that handle 
their labor negotiations through an employers' a s sociation. 
In this, unions are asking that the plan be administered 
through the association so that an employee may take his 
pension credits with him when he is laid orr rrom one member 
and rehired by another member or the same association. 
The "area" plan has been the issue by the United 
Automobile Workers' Union, C.I.O., the dominant union in 
Toledo, which proposes pension and health benefits to all 
workers covered by contracts with the United Auto Workers', 
c.r.o., in 125 plants in and around Toledo, Ohio. 1 This 
would permit workers to change jobs among the 125 plants in 
the area without losing pension rights. 
1. For a .further discussion or the Toledo plan, see "Area 
Pensions-The Lesson of Toledo", Factory Management and 
Maintenance, February, 1950, . p. !120 rf. 
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Another type of plan sponsored by the A.F.L. is 
called the "craft" plan, which would provide pensions for 
all workers in a particular skill or craft to allow shifting 
from job to job within the smne craft without losing credits. 
These recent developments seem to point the way for 
a shift back to non-contributory plans. This shift seems to 
be the most recent approach of c.r.o. unions and is support-
ed by the opinion of the Steel Fact Finding Board that pen-
sions be supported by employer contributions only. The Board 
estimates that the social welfare program they recrnnmend 
would increase the operating costs to industry by 2!%. For 
a manufacturing paying an average hourly rate of ~~1.40, this 
would mean a 3i¢ per hour increase in labor costs. 
Percival F. Brundidge, immediate past president of 
the American Institute of Accountants, writing in the January 
issue of "Journal of Accountancy", contends that because of 
the complexity of funding pension plans, small firms would 
be financially unable to maintain adequate pension programs. 1 
Part of the drive for increased social security on the part 
of unions may be that they recognize this condition and it 
is suggested that the small manufacturer may well see an ad-
vantage in having a federal pension plan rather than private-
ly operated plans, since it will make his competitor subject 
1. As reported in the editorial column Beverly Evening 
Times, Beverly, Massachusetts, .January 20, 1950. 
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to the srune drain on profits by paying equal taxes for gov-
ernment pensions. 
Information on pensions in the leather industry is 
extremely sketchy. The 1947 study of the wage structure of 
the leather industry by the United States Department of 
Labor, Bureau of Labor Statistics, indicates that of the 193 
establismnents studied in the United States, only 13 have 
any provisions for retirement pensions for plant workers. 1 
Geographically, this distribution is as follows: 
New England •••••••• 1 
Middle Atlantic •••• 3 
Border States •••••• 5 
Southeastern ••••••• 2 
Great Lakes •••••••• 2 
Pacific •••••••••••• 0 
This same study indicates that for office workers, 16 organ-
izations provide benefits as follows: 
New England •••••••• 2 
Middle Atlantic •••• 3 
Border States •••••• 5 
Southeastern ••••••• 2 
Great Lakes •••••••• 4 
Pacific ••••••••••• ~ 1 
One may hazard the guess that the Pacific Coast region has 
grown so rapidly in the last five years that it has not had 
to give a great deal of consideration, up to the present 
time, to pensions. 
The most current information or the Tanners' 
1. Bureau of Labor Statistics, Wage Structure - Leather 
Tanning, Currying and Finishing, . p. 27. 
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Council of America, Inc., which includes the major tanning · 
concerns of the United States, indicates that in 1948 there 
were approximately ten pension plans in companies among 
their membership, with all but one of them completely em-
ployer financed. 
Fl~om replies by ten firms to a questionnaire, five 
companies replied that pension plans were part of the indus-
trial relations program; two of these plans, however, cover-
ed only salaried employees. Of the remaining plans, two 
were non-contributory, while in the other case employees 
contributed about one-third of the cost. The contributory 
plan was set up in 1937, while one of the non-contributory 
plans was established as late as 1943. The oldest of the 
three all-inclusive pension plans reported was established 
in 1919 by the A. c. Lawrence Leather Company of Peabody, 
Massachusetts, and covers approximately 2,750 employees. 
An attempt has been made to measure this plan a-
gainst other plans which exist in other industries. This 
comparison assmfies that the employee is single, has been 
covered by Social Security for thirteen years and has thirty-
five years' service with his company. Since details of pen-
sion plans are not easily obtainable, some of the provisions 
indicated had to be assumed from inferences contained in 
various publications. It represents, however, one of the 
best comparisons available of a leather company pension plan 
and plans being recently negotiated in industry and is shown 
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in Table XXI . 
The American Management Association estimates that 
the cost or a pension plan that is solely employer financed 
runs from two per cent to four per cent or payroll. If we 
assume an average wage of' ~~1.40 per hour f or a :forty hour 
week over a full year, the cost per employee or a completely 
employer :financed plan wou ld be approximately as follows: 
If 2 o1 1J of' payroll - $ 58.24 per year per employee 
If' 3% of payroll - $ 77 -36 per year per employee 
If 4% or payroll - ~~116 .48 per year per employee 
Assuming that three per cent of payroll is a g ood 
average, such a plan :for a tannery o f' 500 employees would 
cost ·~38,680 which must be tacked on to the labor cost . 
This is a substantial cost fact or . 
Usually the first year cost in setting up a pension 
plan calls f o r an outlay or a s izeable sum. A recently neg o-
tiated c ontrac t by t he Hollander Plants of New Jersey and New 
York and the International Fur and Leather Workers ' Union , 
C. I . O. , cal l s f or the setting up o f an initial fund of 
$65,000 , with rules and re gulations to be worked out jointly 
by the company and the union in the near future. This con-
tract c overs 1,1 00 workers . 
What does the future l ook like as far as pensions 
are c oncerned? There has been a trend , as indicated above , 
towards c ontributory plans based probably on the idea that if 
an employee is contributing to his own security he wi ll 
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Contributory? 
Normal Re-
tirement Age 
Optional Re-
tirement Age 
Eligibility 
Disability 
"1etirement 
Optional 
"1etirement 
Survivorship 
Option 
S.S.Old Age 
Benefits 
Minimum 
Pension 
John Smith 
(Single) (per 
month) 
com);any 
Fed. OAI Ben. 
A. c. Law-
rence Lea. 
Company 
No 
Males 65 
Females 55 
Males 55 
Females 50 
All under 45 
when hired -
20 yrs.serv. 
20 years 
service 
Males 55 
Females 50 
1/2 pension 
to widow or 
children 
under 18 
In addition 
$30 per mo. 
excluding 
s.s.benefits 
$ 72.19 
37.6l> 
Total per month $109.85 
General 
Electric 
Company 
Yes 
Males 65 
Females 60 
Males 60 
Females 55 
All after 
1 year 
15 years 
service 
Reduction 
of 4% each 
year 
Employee 
may provide 
In addition-
Before 65 
addtl. of $360 per yr. 
$12 per yr. 
before 9-1-
46 (exclud-
ing s.s.ben) 
$ 6o.8o 
37.66 
$ 98.46 
TABLE XXI 
COMPARI~ON OF PENSIO~ PLANS 
U. S. Steel 
Corporation 
No 
65 
No provision 
All hourly 
paid 
15 years 
service 
No provision 
No provision 
Included in 
pension 
$100 per mo. 
including 
s.s.benefits 
$ 62.3.L. 
37·b6 
$100.00 
Pittsburgh 
Steel 
Company 
No 
65 
Ford Motor 
Company 
No 
65 
No provision! Between 60 
& 65 - 30 
Any employee 
in bargain-
ing unit 
15 years 
service 
yrs. serv. 
All em-
ployees 
covered by 
Union Con. 
Age 55 - 30 
yrs. serv. 
No provision! Reduction 
at age 60 
with 30 
yrs.serv. 
No provision! No provi-
sion 
I Includeti in 
pension '•, 
• 
Included in 
pension 
$100 per mo. $100 per mo. 
including including 
s.s.benefits s.s.benefits 
$ 62. 3L. 
37·b6 
~100.00 
$ 62.3L. 
37·b6 
$100.00 
Inland Steel 
Company 
Old Plan New Plan 
Yes 
65 
55 
5 yrs.ser. 
& 30 yrs. 
age 
15 years 
service 
Reduction 
at age 55 
3 ways to 
provide 
for wife 
In addition 
$100 per mo. 
including 
s.s.benefits 
$ 38.50 
37.b6 
$ 76.16 
No 
65 
55 
After 15 
yrs.cont. 
service 
15 years 
service 
Reduction 
at age 55 
No provi-
sion 
Included 
in pension 
$100 per 
mo. includ-
ing s.s. 
benefits 
$ 62.3L. 
37.66 
$100.00 
Bethlehem 
Steel 
Company 
No 
65 
All em-
ployees 
covered by 
Union Con. 
15 years 
service 
After 15 
yrs. with 
reduction 
No provi-
sion 
Included in 
pension 
$100 per mo. 
including 
S. S. benefits 
$ 62 .,L. 
27·66 
$100.00 
Goodyear 
Tire & 
Rubber co. 
No 
65 
No provi-
sion 
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All em-
ployees 
covered by 
Union Con. 
15 years 
service 
No provi-
sion 
No provi-
sion 
Included 
in pension 
$100 pe1~ 
mo. includ-
ing s.s. 
benefits 
$ 62.3L. 
37.66 
$100.00 
source: Permission has been granted to use this comparison thJ:>ough thej-courtesy -of the A. C. Lawrence Leather Company -;--Pe-abody, 
Massachusetts. 
perhaps be less likely to ask for an increase in that bene-
f it, which will be reflected in a reduction of his take home 
pay. I feel, however, tha t this trend will shift to pension 
plans that are wholly paid for by the employer. 
The comment has frequently been made by union re-
presentatives that a dollar placed into a pension fUnd by a 
company represents a tax saving of $1.00 to the company, 
. while a dollar paid into a pension plan by an employee re-
presents considerably more than a dollar payment since it has 
first been subject to government taxes. Furthermore, unions 
are beginning to speak of pensions as "deferred wages". If 
this principle is accepted, money contributed by the company 
might legally accrue to the worker and be withdrawn by him 
in lump sum on retirement or when leaving the company. This 
would increase the cost of pension plans considerably over 
wha t the cost might be on an actuarial basis with such fact-
ors as resignations and deaths taken into account. 
Another recent development is that unions are be-
coming more interested in the economics of pensions. Their 
previous position was that if the company would agree to a 
pension, that was where the union interest ended. There 
seems to be a trend, however, indicated by the public state-
ment~ of Walter Reuther, President of the United Automobile 
Workers' Union, in the present strike against Chrysler Motor 
Company, on pensions for the union to want to know the exact 
fUnding methods and cost of the pension program. 
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While we will no doubt all agree that, in principle, 
pensions are extremely desirable, I think we will also all 
agree that, because or the large rumounts or money to be ex-
pended, pension pla.ns need a searching and thorough study by 
both management and union economists berore adoption in order 
that our economy may not be drained or resources to provide 
current employment. 
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IX. Shift Differentials 
Before World War II, premium payments for second 
and third shift work were very rare in American industry. 
Except for companies with continuous processes, most indus-
tries worked one shift and were not concerned with this 
problem. A Conference Board Survey conducted in 1941 gives 
us a picture of shift differentials at this time. This sur-
vey indicates that out of 116 labor agreements, only 18, or 
15.5%, provided for a night shift premium ranging in maount 
from 2¢ to 15% of the average hourly wage. 1 
During the war, the National War Labor Board or-
dered the payment of differentials in many companies which 
had entered into second and third shift operations. The rea-
soning behind this fringe benefit lies in the fact that this 
extra premium is a payment for inconvenience on the part of 
the employee. This payment has been opposed by many com-
panies on the grounds that night shifts are among the least 
productive and there seems to be no real reason to pay them 
more money than is paid to day shift employees. This feel-
ing was accentuated by the idea that a particular employee 
was hired specifically for a second shift or third shift job 
and, as such, adjusted h~self to this routine of living 
and, therefore, suffered no inconvenience. 
1. National Industrial Conference Board, Trends in Union 
Agreements, Vol. 3, No •. 4, p. 42. 
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However, other managements attempting to build up 
second and third shift operations, encouraged the payment of 
shift differentials in order to attract employees. A survey 
of 77 labor agreements in the State of Michigan in 1944 shows 
that eighty-seven per cent, or 67 of the 77 contracts, con-
tained provisions for a night shift premium. 1 
A summary of wage policies and practices for the 
Milwaukee area in 1947 by the Industrial Relations Division 
of the Allis-Chalmers Manufacturing Company in Milwaukee, 
showed that of the 86 companies reporting in the study, 76 
had hourly employees on night shifts. Night shift premiums 
for hourly employees varied from 2~ to 10¢ for second shift 
workers and from 3~ to 10¢ for third shift workers. The 
second shift average was .051¢ and the third shift average 
.07¢. The National Foremen's Institute reports that when a 
company is operating on a three shift basis, it is common to 
pay 5¢ an hour more for the second shift and 10¢ an hour 
more for the third. If only two shifts are operating , the 
night workers usually get 10¢ an hour more. 2 
A study of many thousands of contracts signed dur-
ing the period between September, 1947, and July, 1948, by 
the Bureau of National Affairs, Inc., is not as favorable as 
other surveys. They state that shift differentials appear 
1. Malcolm w. Welty, Labor Contract Clauses, pp. 328-329. 
2. A. c. croft, Patterns in Fringe Benefits, p. 7• 
only in about sixty-rive per·cent or the contracts. Four out 
of five differentials, according to their survey, are flat 
cents per hour bonus, while about one in seven is a percent-
age bonus geared to the hourly wage. A rew contracts grant 
a rull eight hours' pay for a night shift shorter than eight 
hours, often in addition to an extra bonus for each hour. 1 
The most recent study available, one by the Bureau 
or Labor Statistics or 464 agreements in 34 manufacturing and 
non-manufacturing industries and affecting almost two and 
one-l):alr milli.on workers, reports that more than nine out or 
ten employees in the sample were covered by agreements which 
required premium payments for work on shirts other than the 
first or regular day shift. In the 149 agreements providing 
a higher cents per hour premium for third shift work, the 
most common third shift premium was over 5¢ and under 10¢, 
the most common second shift premium was under 5~ an hour. 2 
Workers in the leather industry participate in 
shift differential premium to a marked degree. According to 
the report of the Bureau of Labor Statistics of the wage 
structure in leather tanning, currying and finishing plants 
in 1947, more than eighty per cent or the establisb~ents 
1. See Bureau of National Affairs, Inc., ttEmployee Bene-
fits", Basic Patterns in Collective Bargaining Contracts, 
Section 15:180. 
2. For a rurther discussion 
Labor Statistics,. ~P~r~e~m~i~um~~~~~~~~~~~~~~~~~~~--­
Selected Union A reements 
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which operate an extra shift pay a shift differential. The 
extent of this practice in 1947 is indicated in Table XXII. 
The "15 Year Anniversary" publication of District 
#1, International Fur and Leather Workers' Union, O.I.O., 
shows what has taken place in the nine years between 1939 
and 1948 in regard to shift differentials. In 1939, there 
were no workers receiving night shift premiums in their 
Eastern Massachusetts locals while, in 1948, conwon practice 
was to pay a night shift premium of 5¢ per hour for second 
shift work and 7!¢ an hour for third shift employment. 1 
Premium shift rates were effective for the first time in 
Eastern Massachusetts local O.I.O. unions in 1933, when 2!¢ 
per hour was paid for second shift and 5¢ per hour for the 
third shift. In 1945, this was raised to 5¢ and 7!¢ per 
hour, the current practice. 
My own survey, conducted in the fall of 1949, in-
dicates that of the eleven reporting companies, only two paid 
no shift differentials. The most common payment was 5¢ an 
hour additional for second shift (seven companies) and 10¢ 
an hour for third shift premiura (four companies). Of the 
nine companies paying a shift differential, the average pay-
ment for second shift work was 5.1¢ and for third shift 8.4¢. 
Night work is usually expensive as far as labor 
1. International Fur and Leather Workers' Union, C.I.O., 
District #1, op. cit., P.• 7• . 
TABLE .XXII 
· SHIFT DI1i'FERENTIAL PRACTICES I N LEATHER ESTABLISHMENTS OPERATING EXTRA SHIFTS, 
UNITED STATES AND SELECTED REGIONS, _JANU.A.HY, 1947_ 
Nuniber-6f -establisblrients 1 Ntunber of establisfurients stud~ed 
studied with 2nd shift in: with 3rd and or other shift in: 
Type of Shift 
Differential 
a. New Mid. Border Great a. New M • Border Great 
. I u.s. Eng. Atl. States Lakes "tJ .S._ Eng. Atl. States Lakes 
• 
II Total establish-
ments operating 
extra shift ••••• 63 16 11 6 27 " 28 8 - _ _3 ___ -- _4 
Total establish-
ments paying 
shift diffs. 51 
Uniform cents 
addition to 1st 
shift hrly. rate 47 
Under 5¢ •••••••• i4 
5¢ •••••••••••••• 32 
Over 5, under 10¢' 1 
10¢' ••••••••••••• 
Uniform percent 
addition to 1st 
shift hrly.rate. 4 
Under 5%•••••••• 5%........ . . . . . . 2 
Over 5, under 10;£ 
10%............. 2 
No differential •• 12 
Information not 
14 
12 
2 
10 
2 
2 
2 
7 
6 
-6 
1 
1 
4 
4 
4 
1 
3 
2 
25 
24 
11 
12 
1 
1 
1 
2 
II 
I 
.. 
.. 
• 
.. 
II 
II 
.. 
• 
II 
.. 
• 
• 
II 
II 
II 
• 
available....... - - - - - 1 
21 
20 
1 
1 
16 
2 
1 
1 
7 
7 
7 
1 
5 
1 
1 
2 
2 
1 
1 
1 
a. Includes data for other regions in addition to those shown separately. 
2 
2 
1 
1 
2 
10 
10 
9 
9 
1 
1 
Source: Bureau of Labor Statistics, Wage Structure - Leather Tanning , Currying and 
Finishing, U. S. Department of Labor, . ser. 2, No. 5'{, p. 24. 
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costs are concerned and, unless · it is essential, it is gener-
ally undesirable ~rom the point o~ view o~ e~~icient use of 
labor. Workers generally object to it and prefer to work 
daytime shifts. 
The leather industry being a chemical industry has 
~ound that, because o~ the nature of the process, it must 
maintain second and third shift operations i~ it is to main-
tain a continual ~low of product. To do otherwise would 
mean, in some cases, repetition o~ operations and some re-
work. However, it would seem that, in the light o~ the stiff 
competitive situation that most leather concerns are faced 
with today, second and third shi~t premium payments in total 
will be reduced as far as possible and will, in the years to 
come, be of relatively minor importance as a fringe benefit. 
X. Overtime· Work 
One of the oldest fringe issues is the payment of 
overtime after a stipulated number of hours have been work-
ed. As early as the latter part of the 19th Century, the 
International Typographical Union obtained time and one-half 
payment for overtime. 1 In 1915, the United Mine Workers 
of America were demanding overtime at the rate of time and 
one-half for all hours worked over eight per day and double 
time for work performed on Sundays and holidays. 2 
This demand has been carried forward by almost 
every union. The primary goal of such a demand was to main-
tain a union scale of working hours and to force a penalty 
upon the employer who exceeded the regular limits. Today, 
overtime is usually considered as hours of work in addition 
to a regularly scheduled working period of so many hours. 
The Fair Labor Standards Act of 1938 was a definite outgrowth 
of this demand and a legislative n1ethod of attempting to deal 
with the problem of sharing work. The present Fair Labor 
standards Act requires overtime pay at the rate of time and 
one-half the regular rate of pay for all hours worked in ex-
cess of forty hours a week. 
The Walsh-Healey Act, which pertains to all 
1. Twentieth Century Fund, How Collective Bargaining Works, 
p. 83. 
2. Bureau of Labor Statistics, Collective Bargaining in 
the Anthracite Coal Industry, _p. 168. 
concerns engaged in work on government ~ontracts, requires 
that ror work perror.med on a government contract all hours 
in excess of eight hours a day shall be paid ror at time and 
one-halr. Presently, according to a recent Bureau or Labor 
Statistics study, about ninety-rive per cent or current 
labor agreements recognize the principle of daily overtime. 
All but three per cent or these set premium pay at time and 
one-halr the regular rate or pay. The others provide for 
double time payment. 
Immediately after the United States Supreme 
Court's recent decision in the longshoremen's overtime on 
overtime case, employers sought to reduce overtime to a mini-
mum and, in many cases, have been successful in reducing it 
to a rather insignificant amount. Vfuile this was in line 
with general union policy, the reduction in overtL~e has had 
the effect of decreasing weekly earnings. This reduction in 
take home pay has stimulated unions to seek wage increases 
to compensate for the loss of overtime pay. 
Many agreements now also provide for double time 
pay for the seventh day worked in any work week. 
The legislation of the Fair Labor Standards Act 
covers the leather industry, of course. The Walsh-Healey 
Act also affects many leather tanners, since they all wish 
to participate in the government contracts to supply leather 
for shoes and other equipment for our military forces. The 
Supreme Court's decision . on ove~time on overtime has been 
clarified by Public Law 177 of the· Blat Congress which states 
that: 
The extra c~npensation provid ed by such premium rate 
(for overtime) shall not be deemed part of the reg-
ular rate at which the employee is ~1ployed and may 
be credited toward any premium compensation due him 
under this section for overtime work. 
Many employers in the leather industry have found 
that they are e.ble to get along quite well without paying 
overtime rates that they had previously considered essential 
to their operations. 
Union demands in this area of fringe benefits are 
rather minor and attempt only to delineate the work schedule. 
Typical of union agreement provisions relating to hours and 
overtime is the following section extracted from the current 
contract between the International FUr and Leather Workers' 
Union of the United States and Canada, c.r.o., and The 
Massachusetts Leather Manufacturers' Association, which is 
quoted below: 
ART ICLE III 
Hours and Overtime 
(a) The forty-hour week consisting of five consecu-
tive work days shall prevail. Work performed over 
eight hours on any one day or over forty hours in 
any one work week shall be paid for at the rate of 
time and one-half, b~t there shall be no duplication 
of daily and weekly overtime. Time and one-half 
shall be paid for all work performed on the sixth 
day in the regularly scheduled workweek. The regu-
lar workweek shall commence on Monday and end on 
Friday except in the case of the third shift which 
shall end on Saturday morning. 
(b) Such schedule of hours of employment shall not 
be increased during the cGntinuance of this agree-
ment. 
(c) There shall be an equitable division of all 
overtime work. 
(d) Work performed on the days set apart for the 
observance of New Year's Day, Memorial Day, Inde-
pendence Day, Labor Day, Columbus Day, Armistice 
Day, Thanksgiving and Christmas shall be paid for 
at the rate of time and one-half. 
(e) All work performed on the seventh day shall 
be paid for at double time. In the event the Em-
ployer shall find it necessary to protect perish-
able stock, such process workers as may be 
necessary therefor may be called upon to work on 
Sunday in accordance with the law provided and 
shall be paid therefor at the rate of double time. 
(f) Time and one-half for the sixth day as such 
shall not be paid to any employee who is absent 
from work during the week for an unjustifiable 
personal reason. 
(g) Premium rates shall not be pyramided and the 
Employer will not be obligated to pay on any day 
more than the highest single applicable premium 
rate. 
One unusual clause relating to overtime payments 
was recently negotiated in a contract between the Hollander 
Plants of New York and New Jersey, covering 1,100 workers, 
and the International Fur and Leather Workers' Union, C.I.O., 
which provided that all work done before 8:00 A. M. and 
3:30 P. M. must be paid for at time and one-half. This 
would seem to be an attempt to force the mana gement to adopt 
a one shift operation. If this measure is successful, of 
course, shift differentials will be eliminated, a fringe 
benefit for which unions fought long and hard. 
The only other trend that seems to be noticeable 
in this fringe benefit of overtime pay is that unions are 
insisting upon equal sharing of available overtime. Where 
a labor contract contains this provision, employers careless 
in the selection of employees for overtime work have fre-
quently had to pay twice for hours in excess of the normal 
working day. Once to the man who did the work and again, as 
the result of a grievance, to the man whose turn it was to 
be eligible for whatever overtime work was available. 
XI. Paid Wash Up Time·and Rest Periods 
A fringe benefit that seems to be increasing in 
importance is that of payment for wash up time and rest 
periods. The survey of collective bargaining contracts by 
the Bureau of National Affairs in 1948 indicated that rest 
periods were provided in ten per cent to fifteen per cent of 
the agreements, with roughly a third providing them for fe-
male employees only. In most cases, there were two periods 
per shift, one in the first half and the other in the latter 
half of the shift. The most con~on length was fifteen 
minutes, which was named about twice as frequently as the 
next most popular time, ten minutes. 
This same survey reported that clean up time during 
working hours was stipulated in ten per cent to fifteen per 
cent of the agreements. The amount of time allowed was either 
five or ten minutes, with two-thirds of the contracts provid-
ing clean up time permitting it twice a shift, before lunch 
and before quitting time. 1 
In a 1949 survey of personnel policies in 363 com-
panies by the Associated Industries of Cleveland, it was re-
ported that about fifty per cent of the companies allowed 
personal clean up time. 2 
1. Bureau of National Affairs, Inc., Basic Patterns in Col-
lective Bargaining Contracts, Section 15:176-177• 
2. Ben F. McClancy, "Developments in Personnel Policies and 
Practices", Practical Operating Problems in Personnel Admin-
istration, p. 15. 
There are many industries, o~ course, which have 
not formalized this bene~it by writing it into a union-
management agreement. Most industries operating under an 
incentive system established by time study include in their 
determination o~ the standard time ~or a particular job a 
certain percentage o~ time allowed ~or personal and ~atigue 
needs. This is generally recognized as good time study 
practice. It is ~elt, therefore, that while not ~ormalized 
in many places, these rest periods and wash up time allow-
ances are quite a cost factor in the total labor cost 
picture. 
Of nine replies to a questionnaire sent to leather 
~irms, six companies reported an o~~icial rest period. In 
three companies, two rest periods per shi~t were allowed, 
two .leather tanners had only one rest period per shi~t, 
while the remaining manu~acturer allowed two rest periods 
per shift for ~emales only. 
A recent contract settlement between Beals and 
Selkirk Leather Company and the International Fur and Lea-
ther Workers' Union, C.I.O., Local #96, in Detroit, Michigan, 
provides for two ten minute periods o~ rest, morning and 
a~ternoon. 
Selecting an arbitrary rate o~ $1.44 an hour, 
these negotiated rest periods will cost this leather company 
6¢ an hour in increased labor costs. Assume, also, that in 
addition to rest periods this company allowed a ~ive minute 
wash up period before lunch and at the end of a shift, where-
by their costs would jump an additional 3~ per hour. It does 
not take too much figuring to realize that a company with 
this kind of program would have increased its direct labor 
costs by more than six per cent. 
XII. Government Programs 
We cannot leave the subject of fringe benefits 
without taking a look at the costs imposed upon the products 
of industry by government legislation. These include pay-
ments for Old Age and Survivors' Insurance, payments for 
unemployment compensation, payment for workmen's compensa-
tion and, in some states, sickness disability plans, as we 
have previously discussed. 
With the recent increase in January of this year, 
employers and employees now pay li% of payroll for Old Age 
and Survivors' Insurance on the first $,3.,000 of annual in-
come. Plans are presently under discussion in Congress to 
increase not only the spread of this type of insurance to 
cover more people, but also to increase the present annual 
maximum income on which taxes are payable. The maximum sug-
gested ranges from $3,600 to $4,500 annual income, to be 
accompanied by expanded benefits. 
Unemployment compensation insurance rates have de-
pended, during the past few years, upon the merit rating of 
the individual employer. The fewer people he released to 
unemployment, the lower his rate. With the present drain of 
unemployed on state fUnds, many states have found it neces-
sary to raise employer contributions above what merit ratings 
normally required. According to a representative of the 
Massachusetts Division of Employment Security, there seems 
little doubt that by the first of next year employers' rates 
in Massachusetts will be increased to the maximum payment 
of 2.7% of payroll. 
Workmen's compensation rates depend upon the number 
of accidents occurring within the individua l company and, 
while substantial, no definite estimate can be made here of 
the cost to employers in the lea ther industry. 
Unions are fighting strongly to expand and increase 
benefits provided by legislation. An example of the drive 
for new benefits to be legislated is typified by a bill re-
centl y filed in the Massachusetts legislature by the Inter-
national FUr and Leather Workers' Union, c.r.o. and the 
Massachusetts State c.r.o., urging that workers on strike 
receive benefits out of the unemployment compensation fund 
beg inning with the fifth week of a ny strik e within the 
s tate. Other unions, including the United Packinghouse 
Workers', c.r.o., supported the bills which, of course, were 
v igorously opposed by vap ious management a ssoci a t i ons. 1 
1. nMassachusetts Shoe-Le a ther Work ers Urge Strike Payn, 
Leathe r and Shoes, Vol~ ll9, ~ No. 10, p. 10. 
XIII. Other Fringe Benefits 
We have covered the major items of cost in fringe 
benefits, but these by no means complete the list. There 
are many additional concessions granted by management which 
have not yet shaped up into any pattern. 
Some industries pay bonuses at special seasons of 
the year, but this trend seems to be diminishing. Subsid-
ized cafeterias and credit unions also add up to additional 
cost. The establishment of funds for employee recreational 
groups must not be overlooked. There seems to be an increas-
ing trend toward the payment of severance pay, a gratuity to 
those not eligible for pensions under .. a pension plan when 
they have reached the age of retirement from the company. 
Another cost factor which applies only to com-
panies with unions is payment for bargaining and grievance 
time. The Taft-Hartley Act has narrowed this kind of pay-
ment, to shop stewards and union officials, to the time spent 
in conferring with management. 
Numerous miscellaneous provisions for additional 
payments for time not worked are scattered liberally through 
many union agreements. These include payments to employees 
while on jury service; while on National Guard or military 
reserve tours of duty; payment to blood donors when donating 
blood for a worthwhile cause, such as another employee; time 
off for death in the family; and a host of other minor 
provis ions • 
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rhe survey of fringe benefits by the As sociated 
Industries of Cleveland has attempted to list the fringe ben-
efips that they found in union contracts and to determine the 
average cost per hour of each employee benefit. This list is 
shown in Table XXIII below: 
TABLE XXIII 
AVERAGE COST PER HOUR OF EACH EMPLOYEE BENEFIT 
Bargaining and Grievance Time •••••••••••••••••••••••• 
Bonus as • •.•....•..•.....•.......•••••••.............• 
Cafeterias ..........................................• 
Credit Unions . ••.••..•••••••••.....•................. 
Gifts and Rewards ••••••••••••••••..••••.•••••••••..•• 
Holidays •.........•....•............................• 
Insurance • .••.•.....•.•••.•....•.......•............• 
Old Age and Survivors ' Insurance •••••••••••••••• · ••••• 
Unemployment Compensation •••••••••••••.••••.••••••••• 
Wor~nen's Compensation ••••••••••••••••••••••••••••••• 
Lunch Periods . ••..••.....•....•.••..•..••....•.....•• 
Payment to Jurors, National Guard, etc ••••••••••••••• 
Pensions ...•.......................... ~ .............• 
Pro.fit Sl1a.ring ••••••••••••••••••••••••••••••••••••••• 
Recreation . .................... ~ .................... . 
Paid Rest Periods •••••••••••••••••••••••••••••••••••• 
s .everance Pay . ...................................... . 
Vaca. tions •• .•••.••••.•.....•..•.••........•••......•• 
Wash-up Time ••••••••••••••••••••••••••••••••••••••••• 
Welfare F'U.nd s • •••..•••......•.•••...................• 
?Jii scella.neous .... ................• · •.....•.....•...... 
Source: National Foremen's Institute, Employee Relations 
Bulletin, Report #186, p. B. ~~~-----------
Since the total of this list is 43.47¢ per hour 
and . the average fringe cost they determined was 18!¢ an 
hour, we can see that there is no definite pattern except in 
major items. For the miscellaneous provisions, it is gener-
ally true that several companies will pay one or another of 
these items, but not all. 
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We know Eastern fir.ms are generally paying for 
more benefits and Western firms are paying for fewer. We 
may conclude that a study in Cleveland, lying approximately 
half way between, is representative of the average. 
Profit sharing exists to a very minor degree in 
the leather industry, the most outstanding example being the 
profit · sharing plan of the Hartnett Tanning Company in Ayer, 
Massachusetts. 
This plan was instituted on September 1, 1945, in 
cooperation with the merchandising affiliate, the Colonial 
Tanning Company, Inc., of Boston. Under the arrangement, · 
the Colonial Tanning Company furnishes the Hartnett Tanning 
Company with hides, as well as with adequate advances for 
plant expansion and development. The Hartnett Ta nning Com-
pany processes the hides and delivers the fini shed product 
to Colonial at cost, showing no profit. Colonial then sells 
the leather of the Hartnett plant. The profits before taxes 
are split three ways: thirty-five per cent to the Colonial 
Tanning Company, thirty-five per cent to the Hartnett Tanning 
Company and thirty per cent to the employees of the Hartnett 
Tanning Company. Since inaugurating the plan, seven consecu-
tive semi-annual distributions of profit sharing checks have 
been made. 
Earnings for the employees in this plant have been 
much higher than those of the leather industry in general. 
For the six months' period .enqing February 28 , 1949, the 
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average weekly wage, with profit sharing , for regular fac-
tory employees was $71.98 for forty hours. 
Perhaps the success of this plan gives some indi-
cation of the future. Mr. Henry L. Nunn, Chairman of the 
Board of Nunn-Bush Shoe Company of Milwaukee, Wisconsin, 
known particularly for its Share-The-Production-Plan, speak-
ing before the employees of the Hartnett Tanning Company at 
the eighth consecutive semi-annual distribution of profit 
sharing checks, said: 
Any management can well profit through taking 
labor into its conf idence and permitting full and 
frank participation in all plans which so vitally 
affect every working man in the plant. The great 
need in industry today is better communication be-
tween the representatives of capital and the men 
and women who constitute the labor force of an 
enterprise. 1 
A fringe benefit that has been adopted by only a 
very few companies is the guaranteed annual wage. 2 From 
current discussion in the field of labor relations, it is 
evident that this will become the next major union 
objective. 
At the end of 1946, out of a possible 14,8oo,ooo 
workers covered by collective bargaining agreements, only 
1. "Profit Sharing Checks Distributed to Hartnett Tanning 
co. Employees", Turner's Public Spirit, daily newspaper of 
Ayer, Massachusetts, December 22, 1949. 
2. The best known of these plans are those of George A. 
Harmel & co., The Nunn-Bush Shoe Co. Share-The-Production-
Plan, and Proctor and Gamble ' .s Guaranteed Employment Plan. 
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61,000 were under some form of guaranteed annual wage or 
work plan. This amounts to a very small part of one per 
cent. 1 
Most of the presently existing plans, however, re-
quire a certain number of years' service prior to eligibil-
ity for participation. Other plans cover only certain skilled 
employees. In g eneral, it is the worker with the most sen-
iority, the most training, the highest wages and the most 
experience who is protected under present guaranteed annual 
wage plans rather than the newer, untrained and lov1er paid 
employee, who probably has the greatest need for them. 
1. Richard c. Smyth, "Economic Fringe Demands of' Unions '', 
Personnel, January, 1948, p. 249. 
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XIV. Conclusion 
A. Vfuat We Have Learned 
There are several things of importance that we 
have learned. One of the most u1portant things tha t we have 
determined is that fringe benefits do not seem to follow any 
regular pattern, except in a few specific items. The reason 
for this may be that plans are so varied that what we have 
to compare is not exactly comparable, except such items as 
holidays, vacations, pensions and legislated plans. 
As fringe benefits pertain to the leather indus-
try, we find that very few companies are fully aware of what 
makes up their complete fringe benefit picture. The surface 
of analysis in this field has barely been scratched. 
A third item of importance wh1ch has come to light 
here is that fringe benefits are still increasing, both in 
the extension of already existing benefits and the rise of 
new items. Some of the newer things that have been tossed 
back and forth on bargaining tables are payment of moving 
expenses if an employee is transferred between plants; pay-
ing for time off on election day for voting; cost of living 
adjustments in pension payments; and severance pay for em-
ployees dropped from the payroll prior to reaching retire-
ment age. 
we have attempted to show throughout this study, 
wherever possible, that East coast organizations are gener-
ally paying more in fri~ge 9enefits than in the Central 
areas, while West coast employers are generally paying least. 
v1Ji t h in regions, it h a s also been found to be true that com-
panies paying the highest in wages are usually paying the 
highest amount in fringe benefits. 
Dr. Robert N. McMurry, a Chicago psychiatrist, 
g ives us some indication of' why this happens. In a study of' 
127 plants, he and his staff' found that the worker was f'rus-
trated, made to feel like an inferior creature, a number in 
a department. Workers kept assuring Dr. McMurry and his as-
sociates that they joined unions to win tangible benefits, 
such as higher pay and greater job security. After thousands 
of' interviews, this psychiatrist concluded that the men's 
real unconscious motive was a craving to improve the emotion-
al situation surrounding their jobs. 1 
B. Present Day Thinking on the Part of' Nianagement 
Lawrence A. Appley, President of the P,.merican Man-
agement Association, writing on the "Emergence of' a New Man-
a.gement Era", says that management must apply the same time, 
skill, effort, logic, understanding, knowledge and competen-
cy to hun1an resources which they have applied so successfully 
to physical resources. He speaks of the emergence of a new 
management era with the transfeT•ring of emphasis from techno-
logy to humanics. This forward looking executive feels that 
1. "Mother Union", Time, Vol. 15, No. 3, January 16, 1950, 
pp. 41-42. 
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management cannot depend on legislation, that it cannot de-
pend on others, that if American management will exercise 
the same skill and give the same care and thought to the 
field of human resources that it has given to physical re-
sources it will be able to answer the human relations prob-
lems that exist today. 1 
Mr. Raymond s. Livingston, Vice President in 
Charge of Personnel, Thompson Products Company, Cleveland, 
Ohio, expressing his opinion on the changing concept of the 
personnel function, says that: 
The new concept of the personnel function will be 
to recognize and get in tune with the great good 
that is rising up all around us and to look beyond 
the few last convulsions of a gigantic economy 
and social disturbance (power unionism) that has 
now all b,ut exhausted itself. To think of hmaan 
relations in terms of the individual approach will 
be the great influence and development of the next 
ten or fifteen years and will speed us on our way 
towar.d building a more productive, a more harmon-
ious America. 2 
Harry A. Bullis, Chairman of the Board, General 
Mills, Inc., said recently: 
Industry must show employees tha t security provid-
ed by the government invites bureaucracy, strangl-
ing taxation and loss of liberties. Employees 
must be shown that their security is related to 
1. For a further discussion of this thinking, see Lawrence 
A. Appley, "Emergence of a New Management Eratt, Personnel, 
Vol. 25, No. 6, pp. 428-437· 
2. Raymond s. Livingston, "The Changing Concept of the 
Personnel Functionn, Industrial Applications of Medicine and 
Psychiatry, P• 31. 
the security of the company~ 1 
From these comments, we can see that modern manage-
ment is very much aware of the seriousness of this problem. 
They feel that, if we are to arrive at a solution, we must 
acquaint each employee with the economic facts of life. 
This kind of thinking, no doubt, accounts for the tremendous 
increase in employee communications which has sprung up with-
in the last few years. In such an approach to the individual 
lies management's main hope of se.ving the capitalistic 
system from being overwhelmed by collectivism. 
c. Present Day Thinking on the Part of Unions 
Unions have not ceased to press their claims for 
expanded and increased benefits. This is particularly true 
in the leather industry. As yet, the leaders of the unions 
with whom leather company managements deal do not seem to 
have come of age. The tra ditional view of unions is that 
getting out production and keeping down costs is the employ-
er's responsibility. Unions have regarded it as their spec-
ific purpose to protect workers against methods for increasing 
productivity and reducing costs which are harmful to them. 
They have not been lax, however, in attempting to share im-
mediately in the gains of greater efficiency. 
The President of r.F.L.w.u., Local #21, c.r.o., of 
1. Commerce Clearing House, Labor Law Journal, Vol. 1, No. 
3, December, 1949, ~· 2?5• . 
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Peabody, Massachusetts, which repres·ents more than 100 tan-
neries in the Peabody, Salem, Beverly, Danvers area, has 
expressed this traditiona l view of opposition in the follow-
ing statement: 
No union in New England can match the sensational 
progress we have made in the past nine years. I 
believe this is because our militant fight for 
workers' welfare has been pressed on both the econ-
omic and legislative fronts. If every union had 
made this same sort of fight, we would have no Taft-
Hartley Law, prices would be held down, veterans 
would have housing and people would be more assured. 1 
Walter Reuther, the forward-looking President of 
the United Automobile Workers', speaking on industrial and 
religious tensions at Boston University on March 14, 1950, 
expressed the view that what is needed to settle the strife 
tha t now exists in labor-management collective bargaining is 
a joint exploring of the economic facts that will spell pro-
gress for the community. If we can interpret this to mean 
that he feels there should be a sounder basis for rai~ing 
the economic status of the worker than solely union demands, 
then perhaps we may accept this statement as one step along 
the road to solution of our current problems. 
D. Present Day Thinking on the Part of Government Officials 
Legislation is going forward in turning contract 
benefits into law. As evidenced by the votes of our legis-
lators, they consider a g overnment plan the best way to 
1. International Fur and Le a ther Workers' Union, C.I.O., 
District # 1, op. cit., ,p. 2~ 
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solve some problems of employees' welfare. The present trend 
appears to be towards increasing government action and con-
trol. The present administration seems to have thoroughly 
accepted the idea of government intervention in the economy 
to provide security for the worker. That this social scheme 
seems to be travelling a little too fast for some people in 
government was expressed by Paul Douglas, the United States 
Senator from Illinois, when he recently spoke up against 
President Harry Truman's compulsory healty insurance bill 
because it tries to do too much too soon. Douglas has said: 
I believe that it is a perversion of liberalism to 
say that one must be for labor, right or wrong. 1 
E . The FUture Outlook 
Extending the average cost of fringe benefits, de-
ter.mined by the Associated Industries of Cleveland's survey, 
at about 1St~ an hour, for the number of people in the 
United States who are employed on an hourly .basis, one ar-
rive.s at a figure of something like eighteen billion dollars. 
This is a huge bill, in return for which mana gement should 
get something in employee satisfaction. 
Frank Maconi, Vice President of Graton and Knight 
Leather Company of Worcester, speaking before the annual 
meeting of the Tanners' Council of America, Inc., on fringe 
1. "The Congress", Time, Vol. 15, No. 3, Janua ry 16, 1950, 
p. 19. 
benefits said: 
Most of us will probably agree on two points: one 
that many of these benefits are justified; and 
second, that rarely have any of them brought any 
improvement in labor relations. Employees take 
benefit payments for granted, unions g ive them no 
consideration in wage negotiations and industry, 
by absorbing their cost as labor or overhead var-
iances or by some other mystifying means, loses 
sight of their effect on production cost and sell-
ing price . .......................................• 
If industry is to stop this inflationary trend, it 
must first realiz e the serious implications of 
these demands, then it must convey to the workers 
the truth concerning these various issues. We must 
recognize the workers' right to these facts and we 
must do something about it. 1 
In tracing the rich historical background of the 
leather industry, in presenting a picture of the current 
problems existing in the leather industry, a nd in surveying 
the growth and present status of fringe benefits in the 
leather industry, I have attempted to point out the splendid 
opportunities that exist for leather tanners to tell their 
story to their employees. 
The prestige of the individual worker, which has 
been lost in our struggle for better and better technical 
methods of production, must be reaffirmed. This cannot be 
done by unions that close their eyes to progress and the 
betterment of the business organizations they deal with. 
1. "Fringe 
ceedin s of 
of America 
pp. 2 and 
New Look in Union Demands", Pro-
meetin of the Tanners' Councrr-
1 1 at Chica o Illinois, 
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Th is cannot be done by employers· who refuse to accept em-
ployees as part of the organization, and refuse to answer 
the questions of thinking people. 
Leather manufacturers, as all manufacturers, have 
not only the _opportunity, but also the obligation, of accept-
ing their employees as full partners in production, so that 
we may go forward under the most provident business system 
ever established to a more secure and more satisfactory 
future. 
APPENDIX A 
Dear Sir: 
6 Neptune Street 
Beverly, Mass. 
October 18, 1949 
As Industrial Relations Manager of a well-known 
concern in the leather industry, you probably are interest-
ed in how your personnel policies compare with other firms 
with which you are in competition. 
I am enrolled in the Graduate Division of Boston 
University, studying for my Master's Degree in Business and 
Management. One of the major requirements for this Degree 
is a thesis and I have selected the subject ncurrent Trends 
in Pay and Benefits in the Leather Industry". 
Enclosed you will find a questionnaire, designed 
to be answered with a minimum expenditure of time and ef-
fort on your part. I will greatly appreciate your complet-
ing it and returning it to me in the enclosed envelope. All 
information contained in this questionnaire will be held 
strictly confidential. 
Now you may ask, "What benefit will this be to 
me?" While I cannot afford to return to you a complete 
copy of my entire thesis, I will send you any statistical 
charts compa ring personnel policies that I prepare for in-
clusion in my thesis. These will give you a yardstick by 
which to measure your current personnel position. 
If there is some particular section in this ques-
tionnaire that you do not wish to answer, I will appreciate 
your cooperation in completing the remaining parts of it 
and returning it to me. No names will be mentioned in this 
report, except by special perraission as granted in the last 
question of this questionnaire. 
If I am able to receive a reply from you within 
the next thirty days, I will be able to return the statisti-
cal analyses to you some time during the first few months of 
1950. 
Your cooperation is sincerely requested and I 
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reel sure that it will prove of mutual benefit. 
Very truly yours, 
Henry o. Rose 
APPENDIX B 
SUHVEY OP CURRENT TRENDS I N PAY AND BENEFrrs 
IN THE LEATHER INDUSTRY 
Please check answers wherever possible. Vfuere 
your plan differs from those indicated, please list details 
on reverse side of this rorm. 
Name or Company Date 
~~~~----------~~----- -~--~----------Av e rag e Number of Employees: Male Female 
Are you u~ion or partly union? --------- ----------
----------------------~=-----~ Yes No 
PAY 
1. ~Vhat is your minimum hourly rate? Male Female 
2. What is your maximum hourly rate? Male---Female--
3 •• What is your average hourly rate? Male Female 
4 Do you have shirt di f ferentials ••••••• 777 ..•... ;-
a. Second Shift 
Cents per hour Male Female 
b. Third Shift 
Cents per hour Male Female 
5· Do you operate unde r an incentive system-or pro=-
fit sharing plan? • • • • • • • •••••••••••••••••••••••• 
a. Name or system 
b. Vfuat percentag_e __ o~f~s-a_v_i~n-g-s--~d-o __ y_o_u __ p_a_y~?--------
c. Estimated percentag e of employees covered ____ 
VACAT IONS 
1. Do you have a vacation policy? •••••••••••••••••• 
2. ~ye all employees elig ible f or vacation? •••••••• 
a. If no, what classes of employees a r e elig-
ible? 3· Please in-~d~i-c-a~t-e __ v_a_c_a~t7i_o_n __ e~l~i'g-ir,b~i~l~i~t-y_: __________ __ 
Ye a rs o f Service Length or Vacation 
4. Pay for vacation period is: 
Ave r a ge Earnings ____ Base Rate ____ Other __________ _ 
LEAVE OF ABSENCE 
1. Do you perrait a leave of absence? ••••••••••••••• 
2. Is it paid for ..•..•.........••.•............... 
a. If yes, on what basis?~-----------------------3· Elig ibility for leave of absence: 
Length of Company Service Length of Leave 
; COl'L"IDENTIAL 
CONFIDENTIAL 
4. Do you grant a leave of absence for: 
Yes No 
a. Schooling ••••.••...•...•..•.••.•• 
b. M:aternity •••••••••••••••••••••••• 
c. Civil office ••.••.••..•..•...•.•• 
d. Union business ••••••••••••••••••• 
e. PersollB.l ••... ••••.•••.•..•...•... 
f. Other • •.••.•.•...........•.....•• 
(1) If other, please indicate __ __ 
HOLIDAYS 
1. Number of paid holidays 2. Number of unpaid holida_y_s ______________________ __ 
3· Is there any requirement for receiving holiday 
pay?. • ...... • . • ...... • ..... • • • .. • • ............ • 
a. If yes, ple ase explain 
------------------------
4. Do you pay for holidays falling on Saturday? ••• 
5· What rate do you pay for work on holidays? 
Straight time Time and one-half Double 
time Other 
-------------------------------------
SICKNESS AND ACCIDENT BENEFITS 
1. Is there a plan for payment t o employees for ab-
sence due to sickness or off -the-job accident?. 
2. Is there a plan, other than workmen's conipensa-
tion required by law, for payment to employees 
for absence due to accident on the job? •••••••• 
3· What emp loyees are covered: 
a. Sickness 
b. Accident---------------------------------------
4. Are t he benefits paid for: 
a. By the company only: 
(1) Sickness ........................•••.•..• 
(2) Accident •..•... .............•....•....•• 
b. By the company and employees: 
( 1 ) S i c kne s s • • • • • • • . • • • • • . • • • • • • • . • • • • • . • • • • 
(2) Accident ••....•.......................•• 
c. If b, what do employees contribute? 
( 1 ) sic kne s s (2) Accident--------------------------------
5· How much service or what salary level is requl.r-
ed before e mployees are eligible for: 
a. Sickness benefits Service Sala ry 
b. Accident benefits Service Salary ____ __ 
6. Do amount of payments vary: 
a. By length of service •••••••••••••••••••••••• 
b. Other, please explain ________________________ _ 
Yes No 
CONFIDENTIAL 
c. Please indicate how the amounts va ry: 
7· V\lhen do payments be gin: 
a. Sickness 
b. Accident 
8. When do payments end: 
a. Sick ness 
b . Accident 
9· Who administers the Benefit Plan: 
a. C on1pany • •••••....•.••••••••••.....•.••...•• 
b. Company and union •••••••••••••••••••••••••• 
c. Other, please explain 
10. Are p ayments required by~1-a-w~(~i~.-e--.-v,-~-o-r~km--e-n~'~s---
compensation, sickness disability pay) deduct-
ed from benefits paid under the plan? 
a. Sickness ••.........•...••..•....••...••.••• 
b. Accident ••.•.•.•..........................• 
11. What is the formula used in computing the 
amount of': 
a. Sickness benefits 
------------------------------
b. Accident benefits 
-------------------------------
Note: If' other payments are made ln the 
event of' sickness or accident, please 
reflect under 11Mis cellaneous Bene f'it s n. 
PENSION OR ANNUI~~y PLAN 
1. Have you a formalized Pension or Annuity Plan? 
a. If' yes, when was it established? 
2. Does it · cove r all employees? •••••••••••••••••• 
a. If' not, what class(es) of' employees are 
covered? b. VVh a t is ..,..t.,...h_e_a_p_p_r_o_x .... im_a...,t_e_n_urn-~b-e_r_o___,.f',...._e_m_p-.l:-o-y_e_e_s 
covered? 3· Is t h is Pla_n __ p_a .... i~d~f'~o-r~b-y_: ____________________ ___ 
a. Company • .............•••......•••........•• 
b. Company and employees •••••••••••••••••••••• 
c. If' b, what do employees contribute?_~,-----
d. Approximately what portion of' the Pension 
is paid for by the c ompany? ___________ ___ _ 
4. Who administers Plan? 
a. Company • ••••................••........••.•• 
b. Company and uni on •••••••••••••••••••••••••• 
c. Othe r, please explain 5 • Are Pens ion rights prote_c...,..t_e_d..-i..-n--c-a_s_e_a_n __ e_m ___ _ 
ployee is transferred within the company or to 
a subsidiary or associate company? •••••••••••• 
6. Are .contributions recoverable in whole or in 
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Yes No 
CONFIDENTIAL · 
part upon resignation or dismissal? ••••••••••• 
a. If yes, pleas e explain formula 
7• Is adjustment of the Pension made for Social 
Security Benefits? •••••• .•••••••••••••••••••••• 
a. By deduction of full Primary Insurance 
Benefits 
b • By de d u c:;:t7i-:o:-::n:--:o~f:;---olr-/-r.2:oor-r>p':":r7i:::m:-::a~r~y::--:I~n~s~u---r~a':":n-c~e----;B::-:e=-n---
efits 
c • If oth;--e-r-,-p ..... l"'"e_a_s_e_e_x_p.....,l::--a"Tl-n~h-o-v-, -a"""d'""'j,...u-s'""'t,....m-.e-n"-"7"t--.i,..-s-
made 
d • Is a -:sd-:;j::u:-::s:It=m:-:e:::n:-:it::--:s::Jt:-:a:-:r=:tc-e::-d'"'"'b!:"e~f~o=:r-=-e--=a~g=-=e---,6.,.5,....?::-.-.-.-.-. -. • 
8. Is there a compulsory retirement a ge? ••••••••• 
a. If yes, what is it for male? Female? 
9· Is retirement on pension permitted at an earl-
ier a ge than specified in 8? •••••••••••••••••• 
a. If yes, at what a ge and aft e r how much ser-
vice for: 
(1) Company option Male Female (2} Employee option Male Female _____ ____ 
b. Is the computed pension basis discounted in 
any way for early retirement? •••••••••••••• 
c. If b is yes, please give formula. 
------
10. Is there a mlnimma pension? ••••••••••••••••••• 
a. If yes, what is the amount? 
--~.---~~~~-11. Is there a maximum pension or maximum limit on 
salary or service included in the pension com-
putation? .•.•....•...........................• 
a. If yes, what is the: 
(1) Maximum pension? ( 2) Maximum salary l'T'im--;-irt~?-----------
(3} Maximum service limit? 
12. Is there an 'initial age or se_r_v....,l,..-c_e_r_e_q_u....,i,..-r_e_m_e_n~t 
before employees start to receive credit to-
Vlards pens ion? • •.••...•..•••••......•.••••.••• 
a. Age? b. ServT-c-e~?~-------------------------
~fuat is the formula used for computing pen-
sions? (Plea se explain earnings used as a base) 
14. Is any provision made for -pensions, other than 
service pensions, for disabled employees? ••••• 
a. If yes, what are the eligibility require-
ments? 
(1) Age?~-=-----------------------------------------­
' 2) Service?~~~-----.--~~---~~~----b. If yes, how is the amount of disability 
Yes No 
CONFIDENT IAL 
pension computed? 
--~~------~----~--------15. Is there any provision for supplementary pen-
sion pa-yments? ..••.•.. ...•..........•......•• 
a . If yes, p lease explain 
-----------------------
DEATH BENEFITS 
1. Other than the payments required by compensa-
tion law, is there a plan for the payment of 
death benefits or funeral expenses? •••••••••• 
2. Who is eligible? 
---------------------------------
3· How much is paid? 
--------------------------------
UNION - CTIVITIES 
1. Do you pay for grievance time? ••••••••••••••• 
a. If yes, please explain 
-----------------------
OTHER BEJ.'IlEFITS 
1. Do you have paid rest periods? ••••••••.•••••• 
a. How many per day? 
2. Do you have a cafe teria? ••••••••••••••••••••• 
a. Are these facilities available to all 
shifts? .................................. . 
b. If no, please explain ___________________ _ 
3· Do you provide medical facilities? ••••••.•.•• 
4-
a . Do you provide other than first aid 
b. 
Do 
a . 
treatntent? ............................... . 
If yes, please exp lain 
you p ay for performance of civic duties? •• 
I f yes, please indicate: 
Jury Duty .••••••.••.•• 
Bl ood Donors ••.••••••• 
Voting Tline ••.•••••••• 
Hilitary Reserve Camp 
Training •..•••••.••• 
Other 
------------------
Paid on 
Yes :No , ,hat Basis 
--- --- ------------
--- --- ------------
I. ISCELLANEOUS BENEFITS 
1. Are there any other types of Benefit Plans 
for your employees, such as Group Insurance, 
Hospitalization, Surgical, etc.? •••.••.•.•••• 
a. If yes, please give details: 
1(0 
Yes No 
------
Type 
of 
Plan 
Paid for by 
Co . Employees 
CONFI DENTI AL 
dministered by 
Co. Co. & Union Union 
Eligib-
ility 
Payme nts 
e tc. 
If you have the figures a vailable, will you 
please show cost of fringe benefits in cents per hour , 
p e r emp loyee? 
Cost of frin8 e benefits in percent of payroll? 
Is one copy of e a ch benefit plan a n d a copy 
of your union contract included with the returned 
questionnaire? 
May I quote your p olicies, includ ing the 
n artJ. e of y our company, in my thesis? 
Industrial Rela tions Manager 
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